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ABSTRACT 
An Industrially Integrated Model Versus 
the Sheltered Workshop in the Vocational 
Rehabilitation of Mentally-Disabled Persons 
May 1984 
Joseph F. Campbell, M.R.A., University of San Francisco 
Ed.D., University of Massachusetts 
Directed by: Patricia Gillespie-Silver, Ph.D. 
This dissertation examines the history of vocational 
rehabilitation and suggests major changes in the popular 
community vocational center--the sheltered workshop. 
A new industrially integrated model, called the 
I.C.E. vocational continuum, is compared with traditional 
workshops as an agent to help mentally handicapped cli¬ 
ents access the ''unsimulated" world of work. 
Twelve null hypotheses are tested using a quasi- 
experimental design. Participants in the I.C.E. model 
constitute experimental groups, one labeled M.R. and one 
labeled M.I. Sheltered workshop clients constitute M.R. 
and M.I. control groups. A t-test produced no signifi¬ 
cant differences in post-test productivity, income and 
attendance mean scores of participants. 
Beyond tests of hypotheses, the author analyzed 
gain scores, t-tests on gains reflect significant in- 
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increases in production and income levels for both M.I. 
and M.R. control groups. The study found no significant 
differences between M.I. and M.R. means in either model 
at post-test; neither were there significant differences 
in gains between the disability groups. 
Participants in the I.C.E. model increased produc¬ 
tivity and income in both M.I. and M.R. groups, yet they 
did not rate significantly different from their sheltered 
workshop peers at post-test. One might expect a mainte¬ 
nance of gain impetus to ultimately produce some signifi¬ 
cant differences between the groups. This area requires 
further study. 
It should be noted, however, that outside the highly 
regulated environment of the workshop, clients performed 
well, seemingly demonstrating lack of need for the tradi¬ 
tional highly segregated environment. The major increase 
in productivity and earnings reflected in gain scores 
suggests a dynamic which might be attributable to a more 
effective model. The study clearly suggests that the new 
integrated model at least works as well as the tradi¬ 
tional workshop, while avoiding the segregated environ¬ 
ment. A trend reflected in gain scores suggests it works 
significantly better. 
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CHAPTER I 
INTRODUCTION 
Background 
Disability, or deviance from what is considered 
usual in mind or body, has generally been perceived neg¬ 
atively. Many primitive societies eliminate their devi¬ 
ant offspring (Maisel, 1953). In the Bible we note that 
Moses rules out any "blemished persons" as possible 
priests (Leviticus XXI, 18-21). Somehow, disability was 
related to dissatisfaction on the part of the Spirit of 
Good and equated with evil (Garret, 1969). Those who 
were different, if allowed to survive at all, were cer¬ 
tainly kept out of the mainstream. 
The middle ages may have been the period when atti¬ 
tudes toward disabled people were at their lowest; the 
aftermath of Pope Innocent VIII's decree led not only to 
the infamous inquisition but to an era of witch-hunts 
and perceived demoniac possession of mentally disabled 
people. Quasimodo, the hunchback of Notre Dame, was a 
victim of such powerful attitudes. In 1592, Shakespeare 
has Richard III seeking a mind affliction from hell it¬ 
self: "Then since the heavens have shaped my body so, 
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hell make crooked my mind to answer it." 
In the sixteenth and seventeenth centuries, the new 
frontier of America became the new escape for thousands 
of Europe's persecuted. However, even the land which was 
to greet millions with: "Give me your tired, your poor, 
your huddled masses yearning to breathe free ..." turned 
away thousands of mentally disabled people at Ellis Is¬ 
land. One of the most feared marks a new arrival could 
receive was the mark of the encircled cross which denoted 
insanity or retardation and signified a persona-non-grata: 
They moved in single file through a stockyard 
maze of passageways and under the eye of a doc¬ 
tor in a blue uniform who had in his hand a 
piece of chalk. He was a tough instant diagnos¬ 
tician. He would look at the hands, the hair, 
the faces and rap out a few questions. He might 
spot a panting old man with purple lips, and he 
would chalk on his back a capital 'H' for sus¬ 
pected heart disease. Any facial blotches, a 
hint of gross exzema brought forth a chalked 'F' 
for facial rash. Children in arms were made to 
stand down to see if they rated 'L' for the limp 
of rickets or some other deficiency disease. 
There was only one chalk mark which every family 
dreaded, for it guaranteed certain deportation. 
It was a circle with a cross in the middle, and 
it indicated 'feebleminded'" (Cooke, 1975). 
The rugged independence of the pioneer, earning his 
bread by the sweat of his brow was in stark contrast to 
the dependent person who was feeble of mind or body. The 
struggles to survive by the fittest left little time and 
energy to care for those who could not toil toward self- 
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sufficiency. Later, when the new land was somewhat tamed, 
and the industrial revolution was bursting forth, the 
well-established Protestant work ethic left little place 
for those who could not show how God had blessed their 
labors. Those who were handicapped had no labors, no 
blessings and little hope. 
Eventually, in an effort to eliminate from society 
the unpleasantness of deviance and the burden of private 
family care, many of the recently established alms-house 
were emptied of their poor and unemployed and filled with 
mentally and physically disabled people. For many, these 
alms-houses were a fate worse than death: 
Alms-houses and other institutions were charac¬ 
terized by an appalling lack of sanitary condi¬ 
tions and attentive care. Just as the residents 
were sheltered from public view, so too were the 
conditions in which they were herded together-- 
old and young, epileptic and retarded, sane and 
insane, criminal and juvenile delinquent--in 
physically degrading settings" (Bowe, 1978). 
When the American Congress did become involved in 1854, 
its efforts were short-lived. President Franklin Pierce 
vetoed the bill to finance appropriate public services 
(Switzer, 1969). Responsibility for looking after the 
needs of the handicapped was returned to charitable or¬ 
ganizations and state and local authorities. 
Dorothy Dix was a leader in the effort to expose the 
4 
horrible conditions in institutions; she is credited with 
expanding and improving those institutions which already 
existed as well as adding numerous others (Obermann, 
1965). Ironically, however, in these new institutions lay 
the seeds for a new era of oppression; indiscriminate in¬ 
carceration for lifetimes of imposed "institutionaliza¬ 
tion" became commonplace. So continued man's inhumanity 
to man, an inhumanity to disabled people which seemed to 
ooze from one century into another (Malikin & Rusalem, 
1969). The federal government did eventually become in¬ 
volved and an array of legislation has emanated from 
Washington; numerous court battles have been won and great 
strides forward have been made in deinstitutionalization 
and community programs. These achievements, however, have 
not moved the centuries-old blockage from the minds and 
hearts of the public at large. This blockage is rooted 
in a value system which sees people in terms of not who 
they are, but in terms of what they do. Mentally ill and 
mentally retarded persons may have gained freedom from 
prison-like facilities in the process of deinstitutional¬ 
ization, but somehow they are still incarcerated in the 
dungeons of low self-esteem. 
Wolpert, Dear and Crawford (1974) comment on the fate 
of recently "communitized" patients in a section of San 
Jose, California. 
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At least half . . . are not employable and their 
daily routine largely involves confinement to 
their home watching television and drinking 
beer. Some of those who are employable . . . 
may be seen walking in the streets, sitting in 
the laundromat or cheap cafes, and some are 
recognizable by the . . . bowed head and shabby 
appearance. 
Another example of the degrading conditions under which 
many deinstitutionalized people exist is provided by 
Bassuk and Gerson (1978): 
Many of them drift to substandard inner-city 
housing that is overcrowded, unsafe, dirty and 
isolated. Often they come together to form a 
new kind of ghetto subpopulation, a captive mar¬ 
ket for unscrupulous landlords. Their appear¬ 
ance and their sometimes bizarre behavior may 
disturb the neighborhood and they are usually 
shunned and frequently feared . . . Finally, 
whatever the living arrangement for a discharged 
patient may be, he is almost sure to find a 
shortage of vocational rehabilitation, sheltered 
employment or job referrals . . . 
Olshansky (1980) writing on rehabilitation of schizophren¬ 
ics, tells us he has found the deinstitutionalized [men¬ 
tally ill] to be: 
. . . Members of the ever-growing population 
Americans do not like--the welfare recipient, 
the unemployed, the physically handicapped and 
the aged . . . 
. . . In the absence of work, idleness and 
isolation will continue to tyrannize the ex¬ 
patient. 
Time and again we find references to the idle and unem- 
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ployed status of the ex-patient. This is not surprising 
m a society which attributes such value to work and pro¬ 
ductivity. in a major study of worker attitudes to test 
the strength of the work ethic in modern times, Cherington 
(1980) found that "pride in craftsmanship and doing one's 
best" are exceptionally important and desirable to both 
sexes and all ages. He tells us that: 
. . . The work ethic continues to be a signifi¬ 
cant force in the lives of many American work¬ 
ers. 
In 1962, Morse and Weiss reported a study of the meaning 
of work among a national sample of employed men. They 
found that: 
Working gives them a feeling of being tied into 
the larger society, of having something to do, 
of having a purpose in life. These other func¬ 
tions which working serves are evidently not 
seen as available in non-work activities. 
Bradshaw (1981) introduces four sources of self-esteem. 
All four are loaded with work ethic values, but his number 
one source--visible achievement and accomplishment--cer- 
tainly explains the "bowed head and shabby appearance" of 
the unemployed ex-mental patient referenced earlier. In 
a society which attributes value based on accomplishment 
and productivity, the recently deinstitutionalized person 
may suffer as tragically as those in the seventeenth and 
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eighteenth century alms-houses. The all-important ques¬ 
tion in the United States after asking for your name is 
generally, "What do you do?" Mentally handicapped per¬ 
sons' repeated inability to answer with pride keeps them 
locked out of the mainstream of society. Bowe (1980) re¬ 
ports (from an analysis of the 1970 Census by the Presi¬ 
dent's Committee on employment of the handicapped) that 
more than half of disabled Americans who are not in insti¬ 
tutions are either out of the labor force or unemployed. 
Among the more severely handicapped, nine out of ten are 
not working. According to Wolfe (1979), disabled women 
are even worse off than their male counterparts. 
Attempts to address the occupational needs of the 
handicapped have emerged at numerous times over a number 
of centuries. The earliest and most significant have been 
provided by private charitable organizations. This pri¬ 
vate sector effort was enhanced significantly by the ser¬ 
ious involvement of the federal government toward the end 
of World War I. The federal budget allocation grew to 30 
million in 1950 and further to 300 million in 1966, 809 
million in 1974 and has reached 1 billion dollars in 1982. 
If any program designed to rehabilitate or habilitate the 
handicapped is directed at the heart of the problem, it 
is the vocational program. In this program lies the abil¬ 
ity to dispense the all-important work ethic ingredient 
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providing social status. This program has the capacity 
of moving people from a social outcast status to the dig¬ 
nified position of being a contributor. 
Statement of the Problem 
Unfortunately, America's vocational rehabilitation 
programs, particularly for mentally disabled individuals, 
have followed in the footsteps of our historical approach 
to the handicapped. Programs have generally been provided 
in absolutely segregated workshops where mere simulations 
of real industrial environments do little to foster im¬ 
proved productivity, enhanced self-image or community in¬ 
tegration for the already disenfranchised person (Depart¬ 
ment of Labor Study, 77-79). 
While a small number of industrially integrated pro¬ 
grams have emerged across the country, these have been 
directed primarily toward those clients who have been 
assessed as having a capacity for non-sheltered competi¬ 
tive employment. A very limited number of programs have 
emerged to serve higher level sheltered work clients in 
industry, and the writer has found no evidence of any pro¬ 
grams serving the more severely disabled (work activity 
level) clients in an industrially integrated real work 
milieu. 
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A pressing need exists for an industrially integrated 
model which has the capacity to replace the sheltered 
workshop for the entire range of workshop clientele. Such 
a model must not only provide the client with an inte¬ 
grated and real setting for work, but must contain a dy¬ 
namic to push toward a fuller accomplishment of the handi¬ 
capped persons production capacity; it must enhance the 
client's earning power and must lead toward more signifi¬ 
cant levels of participation in the world of work. 
Purpose 
The purpose of this study is two-fold: 
(1) To establish an industrially integrated model, 
which is currently under development by the author in 
western Massachusetts, as an integrated alternative to the 
sheltered workshop. 
(2) To test the effectiveness of this new model, in 
comparison to the sheltered workshop approach, as a means 
of: 
(a) increasing industrial productivity; 
(b) increasing individual client income; 
(c) increasing client participation levels in 
the world of work. 
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Significance of Study 
After a long history of isolation and segregation in 
handicapped services, a small number of more integrated 
vocational services are emerging. The majority of these 
deal only with higher functioning competitively employable 
clients and none of them have been tested for results in 
comparison with the somewhat maligned traditional work¬ 
shop . 
A model, designed specifically to provide clients 
with an industrially integrated training and sheltered 
employment milieu at all levels of client vocational capa¬ 
city will make a highly significant contribution to the 
field of vocational rehabilitation. Furthermore, a study 
to test the effect of such an integrated model on client 
productivity, self-esteem and community adjustment will 
be of value in determining whether the new movement toward 
integration in vocational services, aside from the philo¬ 
sophical moralistic arguments of normalization, is accomp¬ 
lishing results of substance to improve the lives of par¬ 
ticipants . 
Limitations of the Study 
The population focus of this study will be the men- 
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tally disabled only. Since many of these clients are re¬ 
cently released from institutions, restoring self-image, 
and fostering community integration is of vital importance 
to them and to society at large. 
The study will confine itself to factors which are 
directly related to the employment/vocational process as 
represented by the two models. 
The study will not examine every implication of using 
one model or another. It will deal only with areas which 
are most directly related to a common problem of mentally 
disabled people across the country: limited opportunities 
for productivity and participation in the world of work 
leading to diminished self-esteem and social isolation 
(Wolpert, Dear & Crawford, 1974; Bassuk & Gerson, 1978; 
Olshansky , 1980). 
Definitions 
For the purposes of this study, the following terms 
shall be understood as follows: 
Mental disability. A condition arising from either mental 
illness or mental retardation which has so impeded an in¬ 
dividual's normal living processes that s/he cannot enter 
into or maintain regular activities, such as employment, 
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without special rehabilitation, training and support. 
Vocational rehabilitation/habilitation. The act of re¬ 
storing a person to full or partial employment capacity 
or, in the case of the developmentally disabled where no 
greater prior capacity may exist, the act of introducing 
or improving employment abilities (habilitation). 
Deinstitutionalization. The practice of releasing men¬ 
tally disabled people from state hospitals and state 
schools so that they might be more appropriately served 
in a less restrictive community setting. 
Sheltered workshop. A production shop in which handi¬ 
capped people work for wages, either as part of a short¬ 
term adjustment program or on an extended employment 
basis. 
Industrially integrated. An employment or training situa¬ 
tion in which the handicapped person is provided an oppor¬ 
tunity to work in a normal workplace where s/he could ex¬ 
pect to have daily interchange with non-handicapped (non¬ 
staff) workers, use facilities/services used by non-handi¬ 
capped workers (i.e., cafeteria, washrooms, etc.) and not 
be immediately perceived as less able due to the specific 
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place of employment having prior negative labels. 
Self-esteem. For the purpose of this study, self-esteem 
is best defined in terms of the needs it suggests as pre¬ 
sented by Fine (1961) . . .: 
(1) The desire for strength, for achievement, for 
adequacy in the face of the world, and for freedom and 
independence. 
(2) The desire for reputation, prestige, recogni¬ 
tion, attention, importance and appreciation. 
Individual productivity. The units of product or service 
generated by the handicapped worker as measured under U.S. 
Department of Labor regulation and compared to the indus¬ 
trial norm for the job; i.e., one-half the industrial norm 
in units produced equals 50 percent productivity. 
Work participation level. Amount of time which the client 
spends working as measured in attendance units by the re¬ 
habilitation program. 
Normalization. Wolfersberger (1972), who is the leading 
American proponent of normalization, has defined it thus 
"Utilization of means which are as culturally normative 
as possible, in order to establish and/or maintain per- 
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sonal behaviors and characteristics which are as cultur¬ 
ally normative as possible." 
Attendance. For the purpose of the study, attendance will 
mean attending for work. If a client attends to partici¬ 
pate in a work replacement activity, s/he will be consid¬ 
ered absent from work. 
Earnings. Income in dollars and cents for work done in 
the rehabilitation program. In-kind types of income, 
i.e., free travel, etc., is not included for the purposes 
of this study. 
CHAPTER I I 
HISTORICAL PERSPECTIVE AND LITERATURE REVIEW 
Emergence of Vocational Rehabilitation Models 
The earliest programs, which we can clearly describe 
as vocational, were provided in Europe. St. Vincent de 
Paul established centers where elderly and disabled peo¬ 
ple worked. These sixteenth century "workshops," accord¬ 
ing to Nelson (1971) , were provided to "ameliorate their 
physical condition and to enliven their spirits." Al¬ 
though this stated goal is more compatible with occupa¬ 
tional therapy and medical rehabilitation than vocational 
rehabilitation, the model is clearly a precursor of the 
sheltered workshop. 
In 1526, Juan Luis Vives published On the Subvention 
of the Poor . His position was that dependent persons 
should be required to work as a contribution for their 
support. His basic thesis is without doubt a forerunner 
to the twentieth century rehabilitation economic which 
seeks to reduce the handicapped person's dependency on 
public welfare in favor of becoming a worker and thereby 
a taxpayer. These early principles of social economics 
continue to provide the basis for much public authority 
15 
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support for the vocational rehabilitation movement, and 
are clearly reflected in such recent treatises on the 
economics of rehabilitation as Conley (1973) and Rubin 
(1978) . 
Those early work programs in England became infamous 
as "workhouses" and "industrial schools." According to 
Obermann (1965), the first actual workshop specifically 
for handicapped people was established in Paris in 1784. 
It was a workshop for the blind and came about as a re¬ 
sult of an ex-public servant named Valentin Huay, being 
deeply influenced by the rights of man issues of revolu¬ 
tionary France. Here we appear to have the beginnings 
of vocational rehabilitation as we now know it. It is 
inspiring to consider that the rehabilitation movement 
might have its origins in the dynamics which led to the 
French Revolution. The influence of Valentin Huay's en¬ 
deavor, like the Revolution itself, had major results 
throughout western Europe and led to the ultimate estab¬ 
lishment of a sheltered workshop for the blind in Massa- 
chusetts--America's first formal vocational rehabilita¬ 
tion program--in 1834 (Nelson, 1971). 
During the second half of the nineteenth century, 
a variety of training schools were established for a 
cross-section of disabilities. At Perkins School for 
f the first sheltered workshop, the the Blind, home o 
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Massachusetts legislature funded a $2,500 experimental 
program for mentally deficient indigents. This project 
became, in turn, the Massachusetts School for Idiotic 
and Feeble-Minded Youth. Later this institution re¬ 
ceived its present name: The Walter E. Fernald School 
in Waverly, Massachusetts (Obermann, 1965). 
By 1853, the Pennsylvania Training School for 
Feeble-Minded Children was incorporated and in 1857 the 
Ohio State Asylum for the Education of Imbecile Youth 
and the Connecticut School for Imbeciles were estab¬ 
lished. Similar institutions were opened in Kentucky in 
1860 and Illinois in 1873. Although many of these new 
institutions for the mentally handicapped did not have a 
specific commitment to vocational training, they did rep¬ 
resent an acknowledgement that their inmates were train- 
able. This is an important milestone, since similar pre¬ 
vious education and training programs were geared primar¬ 
ily toward the blind and deaf (Barrett, 1969). 
By the arrival of the twentieth century, vocational 
rehabilitation efforts in the United States had begun to 
blossom significantly (Rubin & Roessler, 1978). Subse¬ 
quent tracking of the growing movement falls primarily 
into two categories: private--those services organized 
and provided by charitable, not-for profit agencies, and 
public--those initiated by legislation and funded by 
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state and federal funds. 
There is another type of private rehabilitation 
endeavor which is operated for profit and does business 
primarily with the insurance industry (Bitter, 1979). 
For the purpose of this study, we are discounting this 
area since it deals almost exclusively with post-accident 
physical disability whereas the focus of this study is 
mental disability. 
Private programs run by non-profit groups can be 
further divided between those which are affiliated with 
large national organizations such as the Salvation Army 
and those programs which are free-standing community 
projects, like Boston Community Workshops, Inc. Public 
programs also are made up of groups with separate ori¬ 
gins, i.e., those programs initiated as part of the 
worker's compensation movement, the veterans movement, 
or more recently, the State-Federal Vocational Rehabili¬ 
tation Program. 
Private, Non-Profit Agencies in 
Vocational Rehabilitation 
Saint Vincent de Paul and Valentin Huay, as well as 
proponents of early workhouses and industrial schools, 
all had one thing in common: they believed that work 
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was the best activity for those who were idle. Not only 
was it a holy and wholesome activity, but participants 
could generate some income to help defray their burden 
on society (Nelson, 1971). Although Valentin Huay is 
credited with interest in rights of men issues, there is 
little evidence to suggest that any early work programs 
were established on the basis that participants had a 
basic human right to work and earn a living. 
Whatever the motivation of those early proponents 
of employment for the disadvantaged, through their 
efforts the stage was clearly set at the turn of the 
twentieth century. A number of new programs sprang up 
directly geared toward helping the hard to employ 
(Obermann, 1965) . These new programs all bore fruits of 
the seeds sown in three preceding centuries. Today, 
sheltered workshops are little different from those 
early programs established by The Salvation Army and 
Goodwill. 
The Salvation Army. In 1891 the Salvation Army's first 
general, William Booth, published In Darkest England and 
the Way Out in which he suggested a system of shelters 
and salvage operations. He advocated for a cooperative 
venture with other organizations to establish a network 
of collection boxes for used clothing. Booth proposed 
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that repairing, cleaning and redistributing the clothing 
would provide work opportunities for those in need. The 
Salvation Army first came to the United States in 1879 
(Lassiter, 1972). Soon the program spread to most major 
cities throughout the country. In the 1980's the Salva¬ 
tion Army has services in practically every urban com¬ 
munity in the United States. Its services to the dis¬ 
abled include sheltered employment, job training and 
placement, as well as some residential facilities for 
supported and independent living. 
The Salvation Army is not automatically associated 
with services to the handicapped; people generally think 
of the Salvation Army as a place where destitute and 
homeless persons can get some warm clothes, hot soup and 
perhaps a cheap or free bed for the night. This negative 
association can add to the handicapped person's problems. 
Proponents of a normalization philosophy for the handi¬ 
capped argue that new deviancy images should not be added 
to an already "socially wounded" class (Wolfensberger & 
Glen, 1975) . Whereas the criticism may be true, one must 
remember that many successfully rehabilitated individuals 
got their first leg-up from social abandonment in a Sal¬ 
vation Army Center. 
Goodwill Industries. Not charity but a chance" was the 
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motto of Goodwill upon its inception in 1902. The mot¬ 
to's author and Goodwill's founder, Dr. Edgar Helms, was 
appalled by the problem of the immigrants in Boston's 
South End. Dr. Helms collected used clothing and set up 
a working center where the idle of the neighborhood were 
invited to come and help clean and repair the articles 
(Rubin & Roessler, 1978). 
Goodwill's second venture was established in 1915 
in Brooklyn, New York (Dean, 1972) and quickly afterwards 
"Goodwill Industries" sprang up in numerous cities across 
the country. When New Deal programs provided public help 
for many former Goodwill consumers, the agency turned its 
focus exclusively on the handicapped. By the middle of 
the twentieth century the agency had become a vendor to 
various public agencies for rehabilitation services 
(Nelson, 1971). 
Goodwill has come in for some negative criticism 
also. The Goodwill idea, also used by the Salvation Army 
and the Society of St. Vincent de Paul, has some negative 
associations. Some people in rehabilitation object to 
basing a whole service scheme for the handicapped on sal¬ 
vaging "cast-off junk." They feel it does violence to 
the self-respect of the handicapped consumer and it leads 
the contributors to believe that "they have fully dis¬ 
charged their obligations to the disadvantaged in their 
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communities" (Obermann, 1965). 
The Easter Seal Society. The Society had its beginnings 
in 1919 as the Ohio Society for Crippled Children 
(Bitter, 1979). The local organization was carried to 
other states through the active support and involvement 
of Rotary Clubs (Nelson, 1971). The National Association 
is a federation of State Societies. The Easter Seal So¬ 
ciety for Crippled Children, in spite of its name, serves 
not only children but also provides a range of vocational 
services to adults. The Easter Seal Society is involved 
in a wider range of endeavors than either the Salvation 
Army or Goodwill. It receives public funding for its 
research projects and has more recently adopted a leader¬ 
ship role in preparing analysis and recommendation re¬ 
ports for public authorities on removal of barriers to 
employability of the disabled. 
Today the Society comprises of fifty-two local af¬ 
filiates. It's vocational rehabilitation programs in¬ 
clude a network of sheltered workshops and job placement 
programs which are funded by private donations as well 
as state and federal funding (Obermann, 1965). 
Free-standing community programs. Among the earliest 
non-nationally affiliated vocational programs in the 
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United States was Boston Community Workshops. The pro¬ 
gram was initiated by Mrs. J.T. Fields in 1877. Work 
consisted mainly of sewing projects and a homebound pro¬ 
gram which was operated in conjunction with the workshop 
(Nelson, 1971). The model, utilizing sub-contract work 
and the evaluation-adjustment-experience approach, is 
perfectly similar to its descendant workshop today. 
These early programs provided by the private sector 
received no public support from the State-Federal Reha¬ 
bilitation Program until the 1950's. A number of devel¬ 
opments in the middle part of the century caused federal 
and state authorities to get involved (Garner, 1972). 
During Roosevelt's administration, workshops pressed to 
be included under the symbol of fair competition like 
other businesses in the wake of the Industrial Recovery 
Act (Department of Labor Study, 1977). In 1938, after 
passage of the Fair Labor Standards Act, a special exemp¬ 
tion from guaranteed minimum wages was granted to work¬ 
shops on the basis that the majority of clients were 
only partially productive (D.O.L. Study, 1977). Further 
involvement came with the passing of the Wagner O'Day 
Act in 1938, creating a protected set-aside market for 
workshops who were interested in government manufacturing 
contracts. A non-profit group, sponsored by the major 
national rehabilitation organizations now assists in the 
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administration of this set-aside program (Clements, 
1977). 
In 1943, the Vocational Rehabilitation Act was re¬ 
vised to permit services to mentally retarded and men¬ 
tally ill persons (Bitter, 1979). In 1954, Amendments 
to the Vocational Rehabilitation Act, Public Law 565 of 
the 83rd Congress, not only allowed funding for community 
programs, but also made money available for research and 
demonstration grants, training for personnel, expansion 
or remodeling of buildings for rehabilitation facilities 
as well as innovation and expansion grants to extend 
services to handicapped people not hitherto served 
(Lassiter, 1972; Switzer, 1969). 
The increased attention to services for mentally 
handicapped people during the Kennedy and Johnson presi¬ 
dencies increased dramatically the dollars available for 
vocational programs for mental health and mental retar¬ 
dation consumers. During this period, the number of 
sheltered workshops increased close to 100 percent 
(D.O.L. Study, 1977). 
The need for services emanating from the aftermath 
of the 1963 Mental Health Act focused new attention on 
the local private community rehabilitation program. 
Thousands of deinstitutionalized persons, previously 
served in state schools and mental hospitals, appeared 
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at the doors of community service agencies (Bassuk & 
Gerson, 1978). During the two decades following the 1963 
Act, millions of dollars in program service contracts 
have been received by private community agency vendors. 
Sheltered workshop populations exploded. The movement 
grew from 85 Department of Labor certified workshops in 
1948 to approximately 4,000 individual shops in 1980, 
serving approximately a half million consumers annually 
(D.O.L. Study, 1977). 
Public Programs and Legislation 
Workers' Compensation. The United States saw its first 
complete Workmen's Compensation law in New York in 1910 
(Rubin & Roessler, 1978). There were, however, numerous 
precursors to the concept of Worker's Compensation. The 
American colonists, for example, had very strict codes 
regarding dismissal from employment. The burden of local 
townships was increased by unemployment. In Boston, a 
law was passed in 1657 requiring employers who had just 
laid off workers "to see after their employment and to 
secure the town from any charge that might otherwise be 
occasioned by such" (Boston Town Record 11, 1657). 
Seamen were among the earliest to secure an arrange¬ 
ment comparable to modern workers' compensation arrange- 
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merits. English public hospital arrangements and grants 
for dependents of injured or dead seamen were instituted 
as early as the seventeenth century. In America, Con¬ 
gress, as early as 1798, passed a law requiring compul¬ 
sory insurance against sickness for seamen. The state 
of Maryland, in 1902, passed a law which provided for a 
schedule of benefits. In 1908 the federal government 
passed a law containing the first actual mention of 
"Workmen's Compensation." The New York 1910 law, how¬ 
ever, is seen as the first comprehensive legislation and 
the precursor of all subsequent state legislation in the 
worker's compensation area. Within a year, ten states 
had workmen's compensation laws on the books and by 1921 
another 35 states had followed suit (Institute for Gov¬ 
ernment Research, 1922; Obermann, 1965; Larson, 1963). 
These early laws did not address the issue of reha¬ 
bilitating the injured worker; they did, however, give 
rise to a growing awareness of the economic effects of 
long-term disability payments. Companies carrying such 
long-term payment and settlement schedules began to con¬ 
sider the issue of restoration of capacity for earning 
power in the injured worker. During this same era, sig¬ 
nificant strides were being made in rehabilitating vet¬ 
erans. Major influences were at work to initiate voca¬ 
tional rehabilitation services for industrially injured 
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workers (Larson, 1963). 
The trade union movement supported vocational reha¬ 
bilitation for obvious reasons. An increasing constitu¬ 
ency of disabled workers were emerging from the mines, 
mills and railroads as well as from war at home and in 
Europe. Organized labor became a particularly ardent 
advocate for vocational rehabilitation at the national 
level and had a major influence on shaping future laws 
in the area (National Rehabilitation Association, 1941). 
Even when a clear policy for workers' compensation 
was established, it had no impact for mentally ill and 
mentally handicapped workers until the 1940's. The ma¬ 
jority of these people were blocked from the workforce 
so their chances of industrial injury were limited. Peo¬ 
ple who became mentally ill on the job were not looked 
upon as viable rehabilitees until labor shortages oc¬ 
curred as a result of the second world war. The irony 
of the war, from a rehabilitation perspective, is that 
while it created thousands of newly-disabled, it simul¬ 
taneously provided opportunity for severely handicapped 
to enter the labor force. Previous efforts by private 
organizations such as Goodwill and Easter Seals had suc¬ 
cessfully laid the groundwork for having their consumers 
perceived in this wartime emergency as possible workers. 
28 
Rehabilitation for veterans. Throughout the nineteenth 
century, a variety of benefits for veterans had been 
approved by the Federal Government (Rubin & Roessler, 
1978). These included land grants, compensation for 
injury; compensation to next-of-kin upon death, and, 
toward the end of the century, pensions had been intro¬ 
duced for veterans. The National Defense Act was passed 
at the beginning of the twentieth century and it ad¬ 
dressed the need for retraining soldiers who were coming 
home from war (Bitter, 1979). In 1917, amendments to 
the War Risk Insurance Act allowed for the provision of 
certain benefits to disabled soldiers. These benefits 
included vocational rehabilitation (Dean, 1972). 
Early vocational services to veterans were provided 
by the Federal Board for Vocational Education which was 
established under the Smith-Hughes Act in 1917. By June, 
1921, 236,000 veterans were being retrained for civilian 
jobs. Outreach programs were developed to help identify 
consumers. Some early training programs were offered in 
existing generic community facilities, however, as the 
field became more specialized, isolation crept in and 
special "Community Training Centers" were formed (Gber- 
mann, 1965). 
On June 27, 1918, Public Law 178 passed both houses 
of congress unanimously. It was to be called the Soldier 
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Rehabilitation Act and subsequently went down in history 
as the first special vocational rehabilitation legisla¬ 
tion in the United States (Switzer, 1969; Dean, 1972). 
(It must be remembered, however, that this legislation 
contained no direct provision for the civilian disabled.) 
The state-federal rehabilitation program. After a number 
of years of exposure to vocational education programs for 
the non-disabled (resulting from Smith-Hughes Vocational 
Education Act, 1917), special vocational rehabilitation 
programs for disabled veterans and job injured civilians, 
a ground swell of advocacy was developing for a special 
vocational rehabilitation program for disabled people who 
fitted none of these categories. An attempt had been 
made to add such an amendment to the Soldier's Rehabili¬ 
tation Act, however, it was defeated. The next two years 
saw gallant efforts to get support for another bill. 
Eventually, on June 2, 1920, America passed its first 
federal vocational rehabilitation law for disabled civil- 
ians--Public Law 236 of the 66th Congress (Rusalem, 1976 ; 
Switzer, 1969; Dean, 1972). 
The new program was administered initially under 
state departments of education along with vocational 
education. During the period 1920-1924, the program was 
allocated, on average, less than 1 million dollars per 
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year. Approximately five hundred persons were served in 
the first year of the program. By 1924, the number 
served was 5,600 (Switzer, 1969). 
A decade passed with no significant increase in the 
government's annual appropriation. States received their 
share on a 50/50 match basis. By 1930, forty-four states 
were participating in the State-Federal program. Al¬ 
though there was substantial growth in vocational reha¬ 
bilitation concepts and philosophy during the period, 
this came largely from the private sector. Total clients 
served under the new public program during the period 
amounts to only 45,000 due to the limited allocation of 
only $12,000,000. 
In 1932 the program was hit by the anti-depression 
economic tactics of the Roosevelt administration. Spe¬ 
cial emergency relief monies which included some dollars 
for rehabilitation cushioned the new hardship somewhat 
(Rusalem, 1976; Dean, 1972). The recently formed Na¬ 
tional Rehabilitation Association had developed signifi¬ 
cant lobbying skills by 1935 when the Social Security 
Act was introduced. An amendment to the bill provided 
the first permanent legal base for vocational rehabili¬ 
tation (Bitter, 1969). Up until this time, program con¬ 
tinuation bills often sat on shaky ground. In addition, 
this new legislation added one million dollars annually 
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to the appropriation. 
Although numerous activities of some significance 
occurred throughout the remaining thirties, including the 
Randolph-Shepard Act, the most significant for those who 
were mentally disabled occurred in 1943. Under Public 
Law 78-113, services were extended to mentally ill and 
mentally retarded persons (Bitter, 1979; Obermann, 1965). 
The bill was supported by the growing need for workers 
at home while many were abroad at war. The thrust of the 
bill was toward training those persons for work who might 
have been found unfit by the selective service system 
(Switzer, 1969). It was at this time that the word re¬ 
habilitation was first used in a general sense to include 
such instances which might more specifically be described 
as habilitation. 
Nineteen fifty-four saw the next significant piece 
of legislation. The service delivery structure was well 
established by now. Local personnel consisted generally 
of rehabilitation counselors and job placement special¬ 
ists. Actual training of clients was provided on an 
on-the-job basis or in community training centers pro¬ 
vided by private grups. Many of these private groups 
were absolutely devoid of anything resembling adequate 
resources. This in result led to poor physical facili 
ties and inadequately trained staff. Public Law 83-565, 
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The Vocational Rehaiblitation Act of 1954, addressed 
these difficulties by providing money for expanding and 
remodeling facilities, staff training support and special 
grant monies for research and development (Lassiter, 
1972; Dean, 1972; Switzer, 1969). Perhaps its greatest 
element, however, was that it provided new tuition dol¬ 
lars for disability groups not previously funded. Al¬ 
though the 1943 Act extended the program to the mentally 
ill and mentally retarded, it was only now that dollars 
were attached to the new area (Rubin & Roessler, 1978; 
Lassiter, 1972; Dean, 1972; Switzer, 1969). 
It was in the 1960's that the program saw its 
greatest growth ever. Especially during the Kennedy and 
Johnson years, new resources were made available for 
mentally handicapped persons (Rubin & Roessler, 1978; 
Switzer, 1969). A new and exciting status was achieved 
during this era for the rehabilitation concept as for so 
many other programs addressing the plight of needy Amer¬ 
icans. The federal support continued to grow. In 1965 
the federal share rose from 50/50 to 75/^8^ and by 1968, 
states required only a 20 percent match to the federal 
80 percent share. The 1968 amendments also allowed for 
the grant funding of new rehabilitation facilities, as 
opposed to earlier funding for remodeling and expansion 
(Bitter, 1979; Lassiter, 1972). 
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Further legislation throughout the 1970’s had less 
significant impact for the mentally disabled client than 
that of the previous decade. There are some notable ex¬ 
ceptions, however. In 1973, P.L. 93112 established a 
special administration for the federal program. In ad¬ 
dition, it gave priority to severely disabled clients 
and required that each client served have an individual¬ 
ized written rehabilitation plan (Bitter, 1979). Most 
people in the rehabilitation field remember the 1973 Act 
for its Sections 501-504. Section 501 guarantees non¬ 
discrimination to handicapped people wishing to work in 
federal agencies. Section 502 speaks to accessibility 
of federal buildings. Under Section 503, every employer 
who does in excess of $2,500 of business with the federal 
government must adopt an affirmative action plan to hire 
handicapped people. Section 504 prohibits discrimination 
against the handicapped in federally-funded programs 
(Bowe, 1980). 
One other outstanding element of the 1973 Act was 
its authorization of a Sheltered Workshop Study; this 
study was subsequently carried out by the U.S. Department 
of Labor's Employment Standards Administration and re¬ 
ports were issued in June, 1977 and March, 1979. 
The State Federal Program might be described as the 
net which contains the entire vocational rehabilitation 
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efforts across the country. Although private agencies 
solicit some community support, they are almost entirely 
dependent on the public dollar. 
Since the passing of the 1963 Mental Health Act, 
however, an auxiliary source of funding has been avail¬ 
able to community programs (D.O.L. Study, 1977), however, 
most workshops heavily dependent on these mental health 
agency dollars are overly oriented toward a medical 
treatment model as opposed to a model which is geared to 
reduce unemployment among the severely and mildly men¬ 
tally disabled. 
While the public programs have provided money, they 
have provided little guidance in the way of service de¬ 
livery models. The vocational rehabilitation movement 
is almost entirely dependent on its private vendors to 
design and develop programs and job placement strategies. 
This lack of leadership in the public sector has con¬ 
tributed to poor monitoring of program effectiveness, 
since criteria for effectiveness, when present, are 
usually developed by the recipients of public dollars 
themselves. This weakens the hand of public authorities 
somewhat, who attempt to make up for the deficiency by 
arranging countless administrative-review type assess¬ 
ments . 
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The Sheltered Workshop 
In examining the development of the vocational re¬ 
habilitation movement in the preceeding pages, we have 
noted the leading involvement of not-for-profit community 
agencies. Although public authorities eventually entered 
the arena, their involvement, even to this day, is pri¬ 
marily as funding sources for privately organized pro¬ 
grams. Each state has a special Division of Vocational 
Rehabilitation (D.V.R.) which reaches throughout the 
state through a network of regional and area offices. 
Teams of vocational counselors work out of these offices. 
Their main thrust is to identify potential consumers, 
match them with appropriate services, organize funding, 
monitor progress and finally, place the client in either 
competitive or sheltered employment upon graduation. 
Many private programs carry out this last step as part 
of their service to the client. 
When the D.V.R. counselor makes a referral in the 
case of a moderately to severely mentally handicapped 
person, it is almost exclusively a referral to a shel¬ 
tered workshop. As we mentioned in previous pages, the 
growth of sheltered workshops and available funding for 
their programs, increased phenomenally in the last 25 
years. 
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The nature of sheltered workshops. The National Associ¬ 
ation for Retarded Children, in its publication: Organ¬ 
izing a Sheltered Workshop, New York (1967), gives us 
the following definition: 
A sheltered workshop is a voluntary organiza¬ 
tion or institution conducted not for profit, 
but for the purpose of carrying out a recog¬ 
nized program of rehabilitation for physically, 
mentally, and socially handicapped individuals 
by providing such individuals with remunerative 
employment and one or more other rehabilitating 
activity of an educational, psycho-social, 
therapeutic or spiritual nature. 
In the case of the mentally retarded, the shel¬ 
tered workshop needs to be considered as a com¬ 
munity resource in the determination of employ¬ 
ment potential through the utilization of con¬ 
trolled working environments which attempts to 
prepare persons for employment--sheltered or 
competitive. 
The definition follows the U.S. Department of 
Labor's 1944 definition almost word-for-word to the end 
of paragraph one. There are numerous definitions avail¬ 
able, but all contain two prevailing elements which must 
be present: (a) a rehabilitation activity which improves 
the client's vocational performance in some way; and (b) 
remunerative employment. The majority of definitions 
also include the not-for-profit concept, however this in 
itself, although descriptive of the vast majority of 
workshops, is not intrinsic to their essence (Wallin, 
1974). A production shop, in which handicapped people 
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_?rk_for wages , either as part of a short-term adjustment 
program or on an extended employment basis--this cer¬ 
tainly is an adequate definition for our purposes. This 
definition allows us to focus clearly on two kinds of 
goals for workshops: short-term and long-term. All 
workshop services can be classified under these two cate¬ 
gories (National Institute on the Role of the Workshop 
in Rehabilitation, 1958). 
Workshop services. Let us look first at short-term or 
transitional services. These include vocational evalua¬ 
tion, work adjustment, skills training and job placement 
(Lacy, 1972). 
Vocational evaluation. This service is normally a 
forerunner to the development of an individual rehabili¬ 
tation plan; it seeks to measure the client's potential 
(Rubin & Roessler, 1978; Dunn, 1976). There are dozens 
of evaluation systems, both formal and informal, but they 
all seek answers to the same basic questions: will a 
client be able to work? What kind of work can s/he do 
or not do? What types of training and personal adjust¬ 
ment are recommended to achieve worker status? Although 
most workshops depend heavily on situational assessment 
(observing the client in a working situation), many 
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facilities have been able to purchase special evaluation 
instruments. Best known among these packages are the 
Valpar Component Work Sample Series and the Testing, 
Orientation ano Work Evaluation in Rehabilitation system 
(T.O.W.E.R.). These systems usually include a mixture 
of intelligence testing techniques and work sample try¬ 
outs (Neff, 1976; Patterson, 1974; Bitter, 1979). 
Work adjustment. Work adjustment is defined as the 
process by which the individual interacts and comes to 
terms with his work environment. This process focuses 
on shaping behaviors toward compatibility with the de¬ 
mands of the work place. For this reason, most workshops 
strive to have environments which simulate industry. 
This environmental concern is high in priority to work 
adjustment personnel (Campbell & O'Toole, 1971). Work 
adjustment staff work with the client on such employ- 
ability factors as social development, grooming, hygiene, 
work personality, relationships with supervisor and 
co-worker, work habits, attention to task, punctuality, 
persistence, safety, physical and mental tolerance, and 
rates of performance (Rubin, Stanford & Roessler, 1978). 
Although the job of supervising clients on task may 
not require any specific professional training; planning 
and implementing a good scheme to eradicate deficits 
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through work adjustment usually requires that workshops 
have a qualified rehabilitation specialist on staff 
(Minnesota Studies in Vocational Rehabilitation, 1966; 
Sink, Field, & Gannaway, 1978). 
Skills training. While Work Adjustment generally 
addresses the attitudinal, environmental tolerance and 
productivity of the client, skills training programs at¬ 
tempt to give the consumer job related marketable skills. 
In most workshops, these skills are broad and transfer¬ 
able in nature and relate generally to entry-level em¬ 
ployment (Sinick, 1969). The available sub-contract work 
which a workshop has available usually determines what 
skill areas are on hand. A small number of workshops 
have more sophisticated training available and they 
actually teach a client how to perform a specific job. 
There are shops which offer woodwork, sewing, electrical 
assembly, light engineering and other highly marketable 
skills; unfortunately, these are in the minority. Work¬ 
shops with training available in such competitive areas 
are generally the most active in placing clients in the 
open labor market (Wehman, 1981; Goldman, 1975). 
Job placement. Services in this category include 
pre-employment counseling, grooming advice and often, 
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training in how to handle job interviews (Anderson, 1963; 
Turner, 1981). Many facilities run classes in job-seek¬ 
ing skills for their more independent clients. Almost 
every workshop will help the more competent client find 
a job and, in most cases, will provide some ongoing sup¬ 
port to the client in a new position. Unfortunately, 
prevention-type services are seldom funded so support to 
the newly placed client is often withdrawn too rapidly 
(Rose, 1963). Since workshops move only a small number 
of clients into the competitive work-force, what becomes 
of the remainder? To address the issue of the "non-com¬ 
petitive" client, states provide for the cost of extended 
sheltered employment (Nelson, 1971). 
Sheltered employment. Clients who are not competi¬ 
tive and need long-term supports are not time limited 
for funding under the Extended Sheltered Employment Pro¬ 
gram. It is this absence of time lines which makes the 
program different from other rehabilitation programs 
funded by the federal government. Some sheltered workers 
may spend their entire work life attending the sheltered 
workshop (Brown & Hughson, 1980). 
These long-term sheltered workers form a core work¬ 
force for the workshop while more transitional clients 
come and go (Nelson, 1981). When it is established that 
41 
a client should move into the extended sheltered program, 
the pressure to progress or change is often diminished. 
Even the funding agencies explain their lower rate of 
funding by emphasizing the reduced need for services 
(Rehabilitation Commission of Massachusetts, Extended 
Sheltered Employment Regulations, 1982). The goal of 
extended sheltered employment is to provide an opportun¬ 
ity for the client to earn wages and participate in a 
valued social activity: work (Hardy & Cull, 1975). 
Workshop organization. Most sheltered workshops are run 
by volunteer citizen boards who employ an executive di¬ 
rector to manage the day-to-day functions of the agency. 
(There are a small number of sheltered workshops which 
are run by school districts, public hospitals, etc.) 
Paid staff secure sub-contract jobs from local industry 
and set up a production operation in a rented or owned 
facility (Nelson, 1971) . Direct service staff fall into 
two categories: rehabilitation program staff and pro¬ 
duction staff. Industries providing sub-contracts pay a 
dollar amount for the work being done. This money usu¬ 
ally at least covers the cost of client wages and over¬ 
head costs related to production (Kimberley, 1968; 
Nelson , 1964). 
Such production activities can generally contribute 
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substantially toward the costs of program delivery. This 
reduces the agency dependency on the public dollar and 
makes for greater autonomy as well as expanded program 
resources. 
The 1971 Javitts-Wagner-0'Day Act extended the fed¬ 
eral government set-aside programs to workshops for the 
mentally handicapped. Previously, the program was avail¬ 
able only to facilities serving the blind. The set-aside 
program identifies certain products and services needed 
by the federal government and allows sheltered workshops, 
which are appropriately geared up to meet the task, to 
bid for the job. Some states have initiated similar set- 
aside programs at state level (Clements, 1977; D.O.L. 
Study, 1977). 
Since very few client workers in extended employment 
are fully productive, Department of Labor certification 
is required to pay sub-minimum wage (Bitter, 1979). 
Under these certificates, facilities are allowed to pay 
clients in accordance with their productivity. For this 
reason, products manufactured by slower workers do not 
carry an inordinate labor cost, but rather, compare, 
unit-for-unit produced, with any ordinary production 
operation (Nelson, 1974). 
Many states require their Division of Vocational 
Rehabilitation to do business only with accredited pro 
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grams. The nationwide body responsible for accreditation 
is CARF--The Commission on Accreditation for Rehabilita¬ 
tion Facilities. CARF has produced a standards manual 
which has become the Bible of most rehabilitation facil¬ 
ity administrators. 
Sheltered Workshop Effectiveness 
The most recent comprehensive, nationwide study of 
sheltered workshops was carried out by the U.S. Depart¬ 
ment of Labor. It is called: "Sheltered Workshop Study: 
A Nationwide Report on Sheltered Workshops and Their 
Employment of Handicapped Persons." The study's find¬ 
ings were made available in two volumes, published in 
1977 and 1979. It included the total universe of work¬ 
shop programs in the United States. These programs ac¬ 
counted for an average daily attendance figure of 98,076. 
Of the total programs reporting, more than one-half were 
classified as programs for the mentally retarded and 
mentally ill. The female/male ratio was approximately 
45/55 percent. The average daily attendance per indi¬ 
vidual workshop was 55 clients. 
Since this paper is primarily focused on the men¬ 
tally retarded and mentally ill, segments of the study 
using only statistics for these populations will be ex- 
44 
tracted and referred to as "the study." Tables showing 
outcomes in the areas of competitive employment, client 
movement and earnings are extracted and reproduced here 
with adjustments to reflect only mentally handicapped 
consumers. 
Figure 1 
COMPETITIVE EMPLOYMENT 
Clients Total # Served 
Total # Placed 
in Competitive 
Employment 
Percent 
Mentally Retarded 76,374 7,144 9.4 
Mentally Ill 33,148 3,075 9.3 
TOTAL 109,522 10,219 9.3* 
* Approximately 12 percent of those placed and included 
here as such subsequently returned to the sheltered 
workshop. 
Client progress within the workshop. The study makes the 
following observation: 
Also in the multiple program--workshop estab¬ 
lishment clients should be able to move from 
one program to another . . ., and in a single 
program establishment clients should be able 
to move to another establishment upon achieving 
a satisfactory level of performance in the es¬ 
tablishment. 
However, the reports from workshops indicate 
very little movement . . . 
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Figure 2 
CLIENT MOVEMENT 
Clients Total # Served Total # Moving Percent 
Mentally Retarded 76,374 5,302 6.9 
Mentally Ill 33,148 1,323 4.0 
TOTAL 109,522 6,625 6.0 
Remunerative employment and client earnings. 
Figure 3 
CLIENT HOURLY EARNINGS 
Reporting Year Sheltered 
Clients Federal Hourly Workshop Percent 
Minimum Wage Hourly Wage 
Mentally Retarded $2.30 $ .58 25 
Mentally Ill $2.30 $1.03 44 
Figure 3 also reflects established productivity levels 
for mentally handicapped clients in sheltered workshops: 
mentally retarded--25 percent; mentally ill--44 percent. 
If we analyze the impact of low wages on a client s 
ability to support him or herself, we note that the shel 
tered workshop contribution falls far short of providing 
the level of income needed for economic independence. 
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For example, in 1976 the U.S. Department of Commerce data 
reflects the poverty level for single persons at $2,870. 
Less than 10 percent of single workshop clients had an¬ 
nual earnings of $3,000 or more. Less than 16 percent 
of married clients had annual earnings of $4,000 or more. 
Less than 10 percent of all clients in certificated work¬ 
shops had annual wage incomes of more than $2,000. 
In summary, the Department of Labor Study tells us 
that less than 10 percent of sheltered workshop clients 
graduate to competitive employment; only six percent move 
to another program (presumably not always higher level); 
clients’ hourly income is insignificant in that incomes 
are nowhere near sustaining economic independence (U.S. 
Department of Commerce, 1976). Although this study pro¬ 
vided evidence of results which beg for improvement, 
there has not been any major rush to provide new options 
for disabled people. 
However, there are other studies which would suggest 
that the Department of Labor Study should not be taken as 
absolute evidence that the sheltered workshop experience 
is entirely irrelevant in terms of vocational outcomes 
for the mentally disabled person. One of the earliest 
studies reported in the literature indicates a somewhat 
significant difference in outcomes for clients who parti¬ 
cipate in a workshop program over those who received no 
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rehabilitative service at all. The study was conducted 
during the 1950s in New Jersey and was initiated by the 
Jewish Vocational Service under the direction of J.L. 
Weinberg and p. Lustig. The project was undertaken to 
determine the contributions of a workshop experience in 
the vocational rehabilitation of post-hospitalized schiz¬ 
ophrenic patients. Subjects were chosen from the Essex 
County Overbrook Hospital using certain acceptance cri¬ 
teria. Subjects were assigned at random to one of two 
groups. One group was served by Opportunities Workshop 
of the Jewish Vocational Service of Essex County, and the 
other group was served outside the workshop, only receiv¬ 
ing rehabilitation counseling services. Using placement 
in and maintenance of employment for a period of six 
months as a criterion for success, the investigators 
found that 60 percent of the clients served in the work¬ 
shop group were successfully rehabilitated, as compared 
with 50 percent of the non-workshop group; this differ¬ 
ence was not statistically significant. However, it is 
important to note from this study that only nine percent 
of a group of patients who were not selected to receive 
either service actually were successful. This study 
raises questions regarding the usefulness of the non- 
counseling services in the workshop; or perhaps the work 
shops' inability to use work effectively as a rehabilita 
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tion medium. 
Gordon (1975) reports on a study of the effect of 
sheltered work adjustment training in a workshop on the 
vocational preparation of a group of educable retarded 
adolescents. Two independent groups were obtained by 
random sampling and the experimental group was exposed 
to workshop-based adjustment services. The Vocational 
Interest and Sophistication Assessment (V.I.S.A., devel¬ 
oped by Parnicky, Kahn & Burdett, 1968) was administered 
on a pre- and post-basis. Results showed that educable 
retarded males who participated in the workshop experi¬ 
ence made very slightly higher gains in vocational so¬ 
phistication. In summarizing his findings, however, all 
in all, Gordon reported that "the workshop training did 
not appear to be an all inclusive approach to preparing 
the retarded for a successful occupational adjustment." 
Creasy (1972) provides some ideas why workshops are 
not having the desired effect; he provides a list of pos¬ 
sible solutions. His first recommendation suggests that 
workshops need to take on an industrial identity and move 
into a business/industry environment. Secondly, he ad¬ 
vises that workshops need to improve their staffing ap¬ 
proach in terms of defining what specific outcomes they 
are employed to achieve; Creasy suggests that there is 
significant confusion in this area. Among other recom- 
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mendations, he rightly identified the difficulty of try¬ 
ing to carry a real task into a simulated environment 
with the anticipation of a useful outcome for the handi¬ 
capped consumer. In recommending some options to resolve 
this problem, he comments on the possibility of a train¬ 
ing group actually going into industry. 
Such "innovative trends" for the future were pre¬ 
dicted by Gellman (1971): "Trends or themes isolated in 
our review of work and workshops suggested that the work 
adjustment and workshop programs of the future will be 
intertwined with and extended to various types of work¬ 
sites. The work adjustment program . . . [will use] a 
deinstitutionalized workshop without walls ..." 
Greenleigh Associates (1969) carried out a study 
(not to be confused with the 1974 Greenleigh study on 
sheltered workshops) under contract to the Manpower Ad¬ 
ministration, U.S. Department of Labor, which even then 
began to cast serious doubts on the effectiveness of 
sheltered workshops: "... workshops are generally un¬ 
satisfactory in meeting the employment needs of the pro¬ 
ductive handicapped." Greenleigh reports that workshops 
were already under attack "by both citizens and agency 
personnel ... as 'little better than slave labor opera¬ 
tions.'" One businessman who had served on the board of 
a sheltered workshop expressed the opinion that if the 
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clients did not deserve more pay than they received for 
their efforts, they should be provided with an annual in¬ 
come and not be forced to work for "slave wages" (Green- 
leigh Assoc., 1969). 
The 1974-1975 Greenleigh Study was perhaps the most 
critical of sheltered workshop performance. The Study 
was initiated under circumstances which in themselves 
suggested that sheltered workshops were undesirable. 
Congressional hearings had just produced testimony which 
suggested that: 
- workshops provide sub par working conditions 
and wages; 
- capable clients are not placed in competitive 
employment by workshops; 
- long term or extended employment in workshops 
lacks dignity as a human service outcome 
(D.O.L. Study, 1977). 
The Greenleigh Study used a sample of 400 workshops 
and conducted interviews with 2,140 randomly selected 
clients or former clients of workshops. Sadly, the re¬ 
sults bear out the findings of the Department of Labor 
Study and provide at least some basis for the allegations 
that gave rise to the study in the first place: client 
wages were low; client movement was stagnant; and gradu¬ 
ation to competitive employment was minimal. The few who 
do graduate, according to Rusch (1981) were most likely 
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job-ready before even entering the workshop. Rusch came 
to this conclusion upon noticing that those placed gener¬ 
ally spent less than three months in the facility. 
So far we have presented overwhelming evidence 
against the workshop with one or two insignificant find¬ 
ings in its favor. The major reason for this is that the 
majority of studies supporting workshops have not re¬ 
ported specifically on workshop performance per se; i.e., 
average productivity or earnings of clientele; specific 
placement outcomes or reports on whether clients ap¬ 
proached more normal living specifically by using the 
transitional workshop model. As we've mentioned earlier, 
in the case of the Weinberg and Lustig study, the evi¬ 
dence presented merely shows that attending the workshop 
was advantageous over participation in no rehabilitation 
program at all. There are, however, a number of studies 
which strongly support Weinberg and Lustig's findings. 
Holander (1974) reported that an 18-month follow-up study 
of 25 retarded males in a sheltered workshop revealed 
that good work adjustment in the workshop was predictive 
of successful placement in competitive employment. Here 
again, however, we are evaluating workshop clients and 
identifying qualities which match with success in employ 
ment; we cannot conclude that a satisfactory level of 
work adjustment was accomplished through the workshop ex- 
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perience or that the level might not have been even sig¬ 
nificantly greater had another model, more representative 
of a normal industrial milieu, been used. 
Wolfensberger (1960) suggested that a workshop cli¬ 
ent required an exposure to work day demands comparable 
at least to a regular industrial milieu where he can see 
in advance what the real demands of the job will be. 
Later we will see Wolfensberger calling for a regular in¬ 
dustrial environment for vocational adjustment and shel¬ 
tered employment services for reasons of normalization. 
Cowan and Goldman (1959) reported, in support of the 
sheltered workshop, that a group of mentally handicapped 
persons who received traditional training had signifi¬ 
cantly more vocational successes than a group of counter¬ 
parts who did not. 
Kokaska (1968) in reviewing a number of follow-up 
studies, concluded that mentally handicapped individuals 
are capable of increasing their work skills significantly 
when exposed to the traditional vocational programs. 
Rubin and Roessler (1978) comment on what they det¬ 
ermine as most necessary in good employment re-entry pro¬ 
grams for clients who have been mentally ill. Their re¬ 
search on the effectiveness of existing programs indi¬ 
cates that "helping the client adapt to a work adjustment 
situation that is not similar to a real work situation 
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will probably prepare him/her only for sheltered employ¬ 
ment." This perspective certainly supports the findings 
of the Department of Labor and Greenleigh Studies, where 
it was made evident that more than 90 percent of mentally 
handicapped clientele were not moving beyond the shel¬ 
tered environs of the facility. 
Olshansky (1969), although generally perceiving the 
workshop as having the capacity for a positive model, ad¬ 
mits that for certain clientele the workshop in fact may 
be a symbol of their failure and hopelessness. Olshansky 
says: 
However modern a shop may be, however integra¬ 
ted the population it serves, however well lo¬ 
cated and pleasant and positive the shop atmos¬ 
phere, to some clients . . ., it is seen as a 
stigmatized institution much like prison or a 
mental hospital, and is a continuing reminder 
of their defeat, ill fate, and plight. 
Ironically, Olshansky sees workshops as having the capa¬ 
city to improve the individual's self-esteem, provided 
that the client is treated with respect and given an op¬ 
portunity to make decisions for himself. Olshansky also 
admits, however, that "too often all a workshop does is 
test a person's capacity for boredom and to persuade him 
that he is capable of only stupid and trivial tasks. 
Olshansky seems to see the traditional model, however, 
as having no intrinsic qualities which are destructive 
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to self-esteem; he sees, rather, that particular types of 
facilities need to improve (but not necessarily to a new 
model). 
Major questions are raised by the normalization 
movement regarding the segregated, isolated workshop en¬ 
vironment and the individual's feeling of adequacy (Wol- 
fensberger, 1970 ; Power & Marinelli, 1974 ; Shur, 1980 ; 
McCord, 1982). No one can dispute the moral position 
presented by the integration philosophy of the normaliza¬ 
tion principle, however, does integration versus segrega¬ 
tion per se make a difference in one's level of self-es¬ 
teem and feelings of adequacy? 
Unfortunately, no studies have been found of inte¬ 
grated work programs versus the traditional model in the 
area of self-esteem. There are, however, a number of 
studies which deal with integration and self-esteem in 
the classroom. Lawrence & Winschel (1973) have pointed 
out that self concept tests do not support segregation, 
though evidence is inconclusive. Carroll (1967) , re¬ 
ported that placement of E.M.R. children in special 
classes produced adverse effects, since the E.M.R. child¬ 
ren felt the impact of negative labeling. Carroll found 
that self-esteem was greater among comparable students 
who participated in partly integrated classes. 
By contrast, however, Lewis (1972) found that the 
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self concept of E.M.R. students in a segregated setting 
was higher than that of those in an integrated setting; 
segregated students appeared to compare themselves with 
their peers instead of with a normal population. This 
raises some questions regarding the validity of the cli¬ 
ents' judgment factors and Lewis produces evidence of un¬ 
realism by showing that his study indicates the younger 
the student, the better the self concept report. Lewis 
notes that self concept is less realistic as one moves 
toward youth. 
In support of segregation, Mayer (1966) found that 
length of stay in special classes did not correlate with 
a lowering of self-esteem. This position is further sup¬ 
ported by Nash and McQuister (1977), who found that with¬ 
in the TMR range, self concepts are not adversely affec¬ 
ted by placement in either a semi-integrated setting or 
a fully segregated setting. 
Unfortunately, it is not easy to infer that what af¬ 
fects self-esteem in educational settings might similarly 
apply in the case of work. Since in our society work is 
so much an agent in determining who we are, our ability 
to call what we do useful and meaningful becomes increas 
ingly important (Roe, 1956; Rosenberg, 1957; Mills, 
1951). Productivity levels in sheltered workshops as 
well as the 'make-believe' atmosphere is at least sus- 
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pect in terms of a workshop's ability to contribute as 
work does in building self-esteem. 
Roe (1956) , speaking of the self-esteem needs of an 
individual, says: "In our society there is no single 
situation which is potentially so capable of giving some 
satisfaction at all levels of basic needs as is occupa¬ 
tion." Further, she says: 
Perhaps satisfaction of the need for esteem 
from self and others is most easily seen as a 
big part of the occupation. In the first place 
entering upon an occupation is generally seen 
in our culture as a symbol of adulthood . . . 
Roe also introduces the role played by work in influenc¬ 
ing our daily living: 
Many aspects of daily life are affected by the 
occupation in ways not primarily dependent upon 
income. Perhaps the most pervasive of these 
effects has to do with the people associated 
with. Most people make more acquaintances on 
the job than they do in other ways. 
One must ask seriously, then, whether sheltered 
workshops have the capacity to meet what are basic human 
needs, satisfied for the non-handicapped population in 
an open environment where access to a cross-section of 
individuals as potential friends is the norm. 
Power and Martinelli (1974) speaking from a normal¬ 
ization perspective have this to say: 
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With less than normal expectations in an envi¬ 
ronment provided by many sheltered workshops 
that is more in harmony with deviancy than nor¬ 
malcy, the handicapped are only contained in 
their weakness. The entire so-called "thera¬ 
peutic atmosphere" is not enabling people to 
grow from their strengths. Program results re¬ 
flect the program itself . . . all bear evi¬ 
dence that, if our expectations in the workshop 
and in rehabilitation are considerably less 
than normal, we will achieve less than normal 
results. 
These authors further state: 
Recovery of independence and self functioning 
status becomes an extremely strong motivation 
in the lives of the disabled. It would seem 
that workshop training programs, with work as 
the main therapeutic tool, would attempt to 
develop pride and a desire for craftmanship in 
those clients who are offered the opportunity. 
Unfortunately, the workshop may mirror the 
feeling that most handicapped and disabled are 
not capable of independence and self function¬ 
ing status. 
Power and Martinelli reference Wolfensberger in suggest¬ 
ing that when the handicapped are assigned less than nor¬ 
mal roles in less than normal settings they will behave 
in a less than normal way. In this idea they suggest 
that sheltered workshops foster and produce deviant be¬ 
havior. They suggest that: 
if the client's needs for both self-respect and 
the desire to lead as normal a life as possible 
are placed into a more enlightened perspective, 
the purpose of workshop training will be 
brought into sharper focus and the exploration 
of job capability will be enhanced. 
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Have any disabled persons' consumer groups commented 
on sheltered workshops as a solution to the employment 
problems of handicapped people? Disabled individuals 
have only recently begun speaking out for themselves. 
The zenith of such action by disabled citizens to achieve 
their basic rights occurred in the spring of 1977. All 
across America disabled people took up the banner to fo¬ 
cus on the issue of signing H.E.W.'s Section 504 regula¬ 
tions for implementation. Here disabled people won a 
clear victory. From this success has come the courage 
which has allowed disabled people to offer their opinions 
publicly on matters which effect their lives. 
A New York City-based advocacy group called Disabled 
in Action have gone on record with an official position 
on workshops. 
Disabled in Action members who themselves have 
been or who have friends employed by sheltered 
workshops describe their own and others' ex¬ 
periences with mixed emotions. Most employees 
view their jobs as dead end; the workshop 
setting is depressing and segregated; the pay 
meager. 
Author Emerman continues: 
Sheltered workshops come out of a tradition 
that pre-dates the Section 504 Equal Rights 
laws for disabled citizens. They were and 
continue to be separate and unequal training 
and employment facilities . . . Disabled in 
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Action is opposed to Sheltered Workshops as 
they now exist. 
Baker, Baker and McDaniel (1975) advise against re¬ 
habilitating individuals in segregated settings. They 
suggest that: "Any practice that accentuates a person's 
difference rather than similarity to normal persons con¬ 
tributes to his further debilitation and devaluation." 
They also point out that even the very names often given 
to sheltered workshops, i.e., "Handicapped Workshop," 
"Institute for the Mentally Retarded," etc., are labels 
which conjure up ideas of deviancy in both the community 
and the client. 
Robert Perske (1972) calls for opportunities for 
risk in the workplace for mentally handicapped people. 
Perske, reporting on a visit to Sweden, tells of a 19 
year old Downe's Syndrome worker sitting at a large punch 
press. The young worker pushed a button and a mass of 
heavy steel came thundering down to produce a Volvo auto¬ 
mobile fender. Apparently many such work settings were 
observed by Perske throughout Sweden and Denmark. This 
is in stark contrast to the protected environment of the 
sheltered workshop. Yet, Perske notes that the handi¬ 
capped workers in Scandinavia lived up to the expecta¬ 
tions of the leaders. 
Wolfensberger (1970) speaks of the need for non-seg- 
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regated services for all handicapped people. He intro¬ 
duces a major normalization concern regarding the avail¬ 
ability of non-handicapped peers in one's daily experi¬ 
ences. The absence of non-handicapped friends causes the 
development of a deviant subculture where non-normal be¬ 
havior is supported. Thus the handicapped individual 
moves further away from the possibility of regular com¬ 
munity interaction and adjustment. 
McCord (1982) suggests that providers of services 
and human service personnel generally have been swallowed 
into a system which desires to keep disabled people sep¬ 
arate. Certainly, this concept is highly compatible with 
this author's view of the vocational rehabilitation move¬ 
ment. In our introduction we outlined how the vocational 
rehabilitation models and services evolved against a 
backdrop of prejudice and isolationism for handicapped 
people. It is highly appropriate to suggest that we may 
have, unwittingly albeit, continued society's approach 
to its deviant members. Garrett (1979) captures this 
concept well in reminding us that as far as current ser¬ 
vices and attitudes to disabled people are concerned, 
"the past is prologue." McCord recommends that we exam¬ 
ine and re-establish the milieu in which services are 
provided. He claims that "the maximal physical and so¬ 
cial integration of disabled people into all aspects of 
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community life are fundamental underpinnings of the nor¬ 
malization process." He suggests that disabled people 
must have access to, and support in, typical societal in¬ 
stitutions, including industry. 
Rusch (1981) comments on the trend to integrate in¬ 
dividuals who are severely disabled into the mainstream 
of society. Although, according to Rusch, a decade of 
litigation and legislation has brought the integration 
trend a long way, the movement, in his opinion, has yet 
to result in actual employment gains for the disabled. 
Rusch expresses concern that instead of an increase in 
the movement of handicapped people to industry, sheltered 
workshops have been growing at an "alarming rate." 
Rusch's comments are by way of introduction to a review 
of Wehman (1980) in which Wehman presents alternatives 
to the sheltered workshop. Wehmen believes that the 
doors of industry lie open to even severely handicapped 
persons--it's a matter of using an appropriate model for 
industrial integration. 
Most studies have treated the subject of discrimina¬ 
tion and devaluation in the lives of disabled people in 
a gJneal sense. There are a few, however, who have 
brought to light the even worse plight of disabled fe¬ 
males. Special education and vocational training pro- 
whether consciously or not, tend to provide ser- grams, 
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vices more often to disabled males and are inclined to 
stereotype females into highly sexist roles. 
A study in Boston, dealing with mainstreamed dis¬ 
abled students, found a six-to-one predominance of males 
in their sample (Warren & Gardner, 1981). 
Gillespie & Fink (1974) make the point that children 
in special education are taught sexist roles to even a 
higher degree that the rest of the educational system. 
Phelps (1965) comments on a West Virginia program for 
"mentally retarded adult females" which offers "to engage 
the clients in realistic work activities . . . kitchen 
activities . . . sewing . . . laundry . . . personal 
grooming. 
The United Nations issued, in conjunction with dis¬ 
abled persons year (1981) , a report on the plight of wo¬ 
men around the world; it shows that disabled women suffer 
from multiple discrimination. The report indicates that 
disabled women are more likely to suffer from unemploy¬ 
ment than men and they are less likely to receive voca¬ 
tional training. 
Danker-Brown, Sigelman & Flexner (1978) reported on 
a vocational program in which participation levels of fe¬ 
males was only at 29%. Women were trained for a less 
diverse range of occupations than their male counterparts 
and were prepared for jobs with fewer working hours and 
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lower wages. 
Gillespie & Fink bring attention to sex bias prob¬ 
lems in vocational aptitude measurement tools for the 
disabled. The assumption of these vocational assessment 
tools are that women should be interested only in entry- 
level domestic type employment and that men should go for 
the higher-paying jobs. 
A study by the Rehabilitation Services Administra¬ 
tion showed that it was significantly harder for a woman 
to emerge from the current system, with effective voca¬ 
tional rehabilitation outcomes than for men (Corbett, Lea 
& Zones, 1981). In pursuing remediation of the major 
wrongs against handicapped citizens, the especially dis¬ 
enfranchised condition of disabled women must not be ov¬ 
erlooked. Solutions must address specifically the prob¬ 
lems of disabled women in our society. 
Some New Approaches 
For the greater part, sheltered workshops have con¬ 
tinued to expand with little negative consequence or pos¬ 
itive change from the heavy burden of criticism or the 
impetus of the normalization movement (Rusch, 1981). 
Many workshop directors rejected the idea of any change 
and continued to pursue a pure business orientation, be- 
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lieving that if they ran their facilities "more like a 
business" (a much discussed idea among directors) that 
all would be well (Wesolowski and Bacza, 1980). Many 
other facilities opened their doors to one of the few new 
training technologies which have made the rounds; most 
popular among these were Marc Gold's 'Try Another Way'/ 
Task Analysis Approach and Tom Bellamy's 'Training Tech¬ 
nology for the Severely and Profoundly Retarded Persons' 
(Gold, 1973, 1976; Bellamy & Horner, 1979; Bellamy, 1978; 
Bellamy & Peterson, 1975). Neither of these approaches 
required a significant change in the workshop environment 
and atmosphere, although Bellamy developed his model to 
include an economic and industrial-environmental arrange¬ 
ment. While they had a limited effect on the self-esteem 
or community adjustment levels of mentally handicapped 
clients, both Gold and Bellamy have reported significant 
productivity increases among participants. 
There is insufficient evidence to confirm that these 
productivity increases were sustained or that they were 
not in fact a Hawthorne effect. 
A limited number of new, more integrated options to 
the sheltered workshop have emerged in the face of in¬ 
tense criticism of the traditional model. Numerous pri¬ 
vate agencies throughout the country established a vari¬ 
ety of industry-based transitional employment programs. 
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Many of these are industry-based extension programs of a 
sheltered workshop and are not meant to supplement it as 
an established vocational rehabilitation model (Vash, 
1977; Burger, 1978 ; Rubin & Roessler, 1978 ; Gerber, 1979 ; 
Wehman, 1980). 
The movement toward industry was given major impetus 
by the federal government in 1970 when it funded the Pro¬ 
jects with Industry Program. This program was establish¬ 
ed to link the employer directly with the disabled work¬ 
er. Among the largest agencies and corporations partici¬ 
pating are: Jewish Vocational Services; Fountain House 
(New York); the IBM Corporation and the Electronics In¬ 
dustry Foundation. In addition, the National Restaurant 
Association established one of the most successful P.W.I. 
programs in the country (Burger, 1978; Simone, 1973; 
Housman & Bauman, 1981). Ten years after its inception, 
P.W.I. was providing approximately 100 programs involving 
more than 5,000 corporations across America (Magee, 
Fleming & Geletka, 1981). Although the program developed 
a substantial alternative to the sheltered workshop, it 
has a major limitation: the program only serves clients 
who are capable of competitive employment. It makes no 
contribution to the industrial integration of the other, 
more disabled clientele. 
An intense search produces no studies comparing the 
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P.W.I. program approach with sheltered workshop employ¬ 
ment preparation services. 
Wehman (1981) comes closest to this writer's per¬ 
spective with a model for industrial integration in Rich¬ 
mond, Virginia. However, Wehman's Project Employability 
assumes the eventual employment of each participating 
client by industry and the eventual withdrawal of all re¬ 
habilitation supervision with the exception of monthly or 
other periodic visits by a case manager. It has been 
this author's experience in preparing the integrated 
model to be proposed and tested in this dissertation that 
a very significant number of more severely handicapped 
clients need the assistance of an agency counselor/role 
model worker present. In addition, the model to be pre¬ 
sented here assumes the right of even the most severely 
handicapped work-activity level client to an opportunity 
for a place in industry. 
Rusch and Mithaug (1980) describe an integrated food 
service program designed to provide social/vocational 
survival skills. Trainees work toward competency on vo¬ 
cational and behavioral skills in a student residence at 
the University of Illinois. In commenting on the model, 
Wehman (1981) says: "The advantages of training mentally 
handicapped retarded adults in an ongoing industry far 
outweigh the disadvantages." Wehman lists some advan- 
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tages but includes no mention of having conducted a com¬ 
parative study with the sheltered workshop. 
Project Transition in Alexandria, Virginia, also 
reaches toward maximum industrial integration. The pro¬ 
ject uses the kitchen and housekeeping services of a Hol¬ 
iday Inn and prepares the client for placement elsewhere. 
Similarly, Project E.A.R.N. (Employment and Rehabilita¬ 
tion = Normalization) in Carbondale, Illinois, secures 
non-sheltered competitive employment positions for moder¬ 
ately mentally handicapped persons (Wehman, 1981). In 
Massachusetts, since 1981, the Executive Office of Eco¬ 
nomic Affairs has funded an integrated "supported work 
program" through the Bay State Skills Corporation. In 
1983, approximately 15 agencies throughout the state are 
participating in the E.O.E.A. program and have on-site 
work crews performing tasks which are destined to become 
their normal competitive employment routine in three to 
six months' time. Host employers make a commitment at 
the start to employ trainee participants and in turn, the 
client's wages are subsidized by state dollars during 
training. 
Since 1978, the Massachusetts Rehabilitation Commis¬ 
sion has funded a transitional employment program for 
competitively employable clients. The program was ini¬ 
tiated in western Massachusetts by Incentive Community 
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Enterprises and the Friendly Corporation constituted the 
largest employer of graduates. 
All of these transitional programs, however, are de¬ 
signed for the competitively employable client and cannot 
serve the full range of workshop disability levels. 
Federal court action, accomplishing a major deinsti¬ 
tutionalization movement in Massachusetts, has furnished 
millions of dollars for community programs. A strong 
normalization perspective on the part of the D.M.H. has 
channelled large amounts of this money toward innovative 
vocational models that are geared toward industrial inte¬ 
gration for mentally disabled consumers. As a result, a 
number of traditional workshop programs are attempting 
to integrate with industry. 
A search for an effective industrially integrated 
model which might help eradicate the serious productiv¬ 
ity, self-esteem and community adjustment problems of a 
deinstitutionalized population (Basuk & Gerson, 1978; Ol¬ 
shansky, 1980) has begun. Keith, Engelkes and Winborn 
(1977) identify the problems emanating from unemployment 
as one of the major mental health problems of our coun¬ 
try: "People who are unemployed lose their primary 
source of autonomy, independence, self-esteem, status and 
personal identity." 
The literature reflects some very serious questions 
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as to whether the traditional sheltered workshop is cap¬ 
able of making a significant contribution to the profound 
needs of the mentally disabled individual. 
CHAPTER III 
THE STUDY 
A. An Industrially-Integrated Model 
The vocational model to be presented in this study 
constitutes a vocational continuum. The purely vocation¬ 
al part of the continuum (the model also contains two 
pre-voc levels) has five levels ranging from Vocational 
Level I (lowest competency) to Level V, which represents 
competitive employment ability (highest competency). 
The competencies to be mastered at each level are 
presented. These competencies are categorized under: 
work-skills, psycho-social skills, and functional educa¬ 
tion skills. Each category has its criteria weighted and 
an overall level of acceptable scoring is identified. 
Besides performance criteria for each level, the 
study presents a recommended staffing ratio and attempts 
to define the most appropriate environmental arrangements 
for each level on the continuum. Since the model is de¬ 
signed for implementation on a "partnership with indus¬ 
try" basis, the environment is always that of local in¬ 
dustry. 
In Chapter IV, our presentation of the model will 
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include the two prevocational levels since they do in 
fact constitute part of the ICE vocational continuum. 
Workshop level clients, however, are generally served 
above the pre-voc levels. 
The I.C.E. model differs from the sheltered workshop 
in a number of areas, however, the sharpest contrasts are 
in a) level of integration and b) facility for movement 
of clients along an established and defined continuum to¬ 
ward competitive employment. 
Level of Integration. One of the greatest criticisms 
leveled at sheltered workshops in the literature relates 
to the integration issue. Workshops are perceived as 
special centers where only handicapped people go. Usual¬ 
ly the physical facility for workshop programs is separ¬ 
ate from community commerce and in many cases is an out¬ 
moded or "cast off" building which either a school dis¬ 
trict or some other agency has left behind. During the 
last ten years, many agencies have attempted to simulate 
industry in a more vivid way by relocating to an indus¬ 
trial park. Unfortunately, however, although the exter¬ 
nal environment improves in these cases, inside the 
building sit rows of handicapped individuals exhibiting 
their disability as the uniform which separates 'laborer' 
from 'master.' 
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In the I.C.E. model, all five levels on the voca¬ 
tional continuum are integrated into the industrial oper¬ 
ations of normal community industries. Clients enter the 
same workplace door as their non-handicapped neighbors, 
work in the same, plant, use the same rest facilities, 
canteen, etc. Whereas in the sheltered workshop the 
client interacts only with disabled co-workers, in the 
I.C.E. model s/he rubs shoulders during the day with non¬ 
disabled people who have not suffered the stigma of dis¬ 
ability. 
This physical-environmental arrangement which I.C.E. 
uses to develop the vocational alternative to the shel¬ 
tered workshop involves a series of lessened shelters and 
supports as one ascends the continuum. For example, a 
level IV client is, in fact, an employee of the host in¬ 
dustry; this employer/employee relationship, although not 
permanent unless the client is at level V, provides the 
client with full (never below minimum wage) marketplace 
hourly pay rates. This paycheck comes from the industry- 
employer and the client has no overwhelming interaction 
with a special agency for the handicapped. This highly 
competitive level contrasts with the most sheltered Vo¬ 
cational Level I. Many workshop administrators reject 
the idea of severely handicapped, low-producing clients 
going to work in industry. Their argument is: what in- 
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dustry would wish to take in severely handicapped people 
if these individuals are not at all significantly produc¬ 
tive? The I.C.E. model has identified a way in which it 
can be done to the benefit of industry and the disabled 
consumer. I.C.E. proposes renting a block of space on 
the floor of the industry--right where the action is. 
This replaces a segment of workshop facility cost; how¬ 
ever, the client is now going to work in a respected 
place of employment. Next, I.C.E. produces subcontract 
work from another outside industry (same principle as 
workshop) and puts the clients to work. In this case 
the agency pays each client on a piece-rate basis. 
I.C.E. Vocational Level II arrangements are similar 
to Level I, except that no rent is paid and the work crew 
is brought in as a permanent part of the host industry's 
labor force; all work done at this level is for the host 
industry. Due to the reduced production levels of cli¬ 
ents in the Level II arrangement, the agency contracts 
with the host industry and pays each client on a piece 
rate basis. Like Level I arrangements, an agency work 
supervisor/role-mode1 is present at the industrial work 
si te. 
In Level III clients work on the same basis as Level 
IV clients, except that they have the support of one or 
two client peers. No agency supervisor is present; how- 
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ever, a schedule of visits by a counselor is arranged to 
suit the needs of the client and the regular industry. 
Each level is somewhat more integrated than the last 
and each participating client is assisted toward access¬ 
ing the next and more integrated level. Figure 4 re¬ 
flects the maximum numbers of clients for placement at 
each level and introduces the recommended staff-to-client 
ratio. 
Figure 4 
Site/Staff:Client Ratio 
Continuum Level 
Client Number 
at Each 
Work Site 
StaffiClient Ratio 
Level I 8 1:8 on site 
Level II 10 1:10 on site 
Level III 1-6 1:15 visiting 
Level IV 1-3 1:15 visiting 
Level V N/A Full employment 
agency follow-up 
Client movement. After the allegations of segregation 
and poor wages, lack of growth, or facility for client 
movement toward a less sheltered setting has been the 
next greatest complaint in that body of the literature 
which deals negatively with sheltered workshops. There 
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is an allegation, perhaps too severe at times, that work¬ 
shops hold clients in specific sheltered jobs so that 
they can comprise a central core of the production force. 
Certainly the Department of Labor Study referred to in 
Chapter II provides a rather damning report on client 
movement: approximately 6% of the average workshop popu¬ 
lation more to another program level after admission. 
Workshop personnel would attempt to point out that 
the reality of client movement is in the specific out¬ 
comes in relation to individual service plans. Maybe in¬ 
deed, a very dynamic activity exists in relation to ac¬ 
complishment of written objectives; if this is so, how¬ 
ever, what happens as a result of this accomplishment for 
the client? Does s/he move out to competitive employ¬ 
ment? Does s/he move up to a more challenging position 
within some kind of workshop/worker hierarchy? Does this 
hierarchical structure lead to more normal life options 
and experience for the segregated worker? Unfortunately 
the answer to all of these questions is no. The typical 
workshop client may be praised lavishly, may be informed 
that s/he has made overwhelming progress and even given 
some special awards; however, on the following day s/he 
will step back into the same corner or spot where s/he 
had worked previously for God knows how long. The I.C.E. 
model, with its graduated levels, can provide the client 
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with the "next step up" in less restricted environment 
and challenge, thereby locking the client in at the high¬ 
er performance expectation level. 
The I.C.E. model is planned specifically to avoid 
the stagnation which tends to occur in sheltered work¬ 
shops. The model contains a methodology for evaluating 
client behavior, educational level and work skills in a 
manner which provides a result requiring assignment to a 
specific environmental level. 
The evaluation tool contains a series of "mini ob¬ 
jectives" which are presented to the client and the per¬ 
formance level is converted on a score-chart to a speci¬ 
fic level on the I.C.E continuum. Objectives are pre¬ 
sented to the client until s/he reaches the maximum lev¬ 
el. The next 3-month period is dedicated to moving the 
client toward an acceptable score on the next highest 
level. Competencies not acquired become the daily focus 
of training and adjustment in the work place. Clients 
continue to be tested for progress on a regular schedule 
even when a very lengthy plateau in performance may have 
occurred. By constantly applying the criteria, a client 
can be moved ahead due to some unexpected, unexplained 
developments which might otherwise go unnoticed by super 
vising staff. In Chapter IV these criteria are included 
as is a diagram of the basic structure of the model. 
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B. Evaluation of the I.C.E. Model 
Since the passage of the 1963 Mental Health Act and 
the subsequent expenditure of very large amounts of money 
on mental health programs, there has been an avalanche 
of evaluation methodologies presented in the literature. 
Ihilevich & Geser (1982) classify the different approach¬ 
es under six major categories: Consumer Satisfaction 
Questionnaires; Personality Inventories; Improvement Rat¬ 
ings; Symptom Checklists; Goal Attainment Scales; and 
Measures of Personal, Social and Community Adjustment. 
In 1974, N.I.M.H. produced "Resource Materials for Com¬ 
munity Mental Health Evaluation, A Workingman's Guide to 
the Community Mental Health Program Evaluation Litera¬ 
ture." This publication contains a sixty-two page bib¬ 
liography which deals primarily with methodology. 
Posavac (1979) explains that there are many reasons 
for performing evaluations. According to Posavac, these 
reasons fall into three categories: to improve manage¬ 
ment, to meet legal and accreditation requirements; and 
to improve, through feedback, therapeutic effectiveness. 
Buchanan and Wholey (1972) claim that the primary justi¬ 
fication for evaluating program effectiveness lies in its 
usefulness to policymakers and program managers. An 
evaluation system, according to Lynn (1972) is successful 
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if it "makes possible objective judgements on the econom¬ 
ic and social costs and effects of national and local 
programs and if it facilitates better decisions on re¬ 
source allocation and program design and implementation." 
The Rehabilitation Act of 1973 clearly issues a dir¬ 
ective concerning evaluation. Sections of the act con¬ 
tain such statements as "The secretary shall measure and 
evaluate the impact of all programs." Public Law 94-103 
for the developmentally disabled requires specifically 
in Sections 110 and 128 that an evaluation system for 
programs be developed. In its Program Evaluation publi¬ 
cation (1977) the Commission on accreditation of Rehabil¬ 
itation Facilities states: "The Commission believes that 
the most persuasive and appropriate argument for program 
evaluation is that management of a facility requires 
knowledge of results received. 
Mushkin (1973) cautions that program evaluation is 
being used as a decision-making tool more than it de¬ 
serves. When one examines the nature of evaluation in¬ 
struments used widely in vocational rehabilitation facil¬ 
ities, it is clear that her admonishment must be taken 
seriously: systems used in traditional sheltered work¬ 
shops are based on an outcomes-measurement approach which 
has a basic and major flaw; "desirable" outcomes are es¬ 
tablished and then actual results are compared; the prob- 
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lem is that the outcomes established may have little or 
no impact on the quality of life generated for the client 
through participation in the program. Mushkin goes fur¬ 
ther and points out that the cost/benefit analysis ap¬ 
proach suffers from the difficulty of measuring the value 
of human life in dollars. She notes that ethical prob¬ 
lems and social values are involved. 
While the I.C.E. model presented in this study must 
eventually be evaluated in many of the traditional forma¬ 
tive and summative ways, it is tested here specifically 
as an alternative to the sheltered workshop in restoring 
mentally-handicapped persons to a more productive role 
in society. 
Basic assumptions. In determining what helps solve the 
problem of the disenfranchized mentally handicapped popu¬ 
lation, the writer makes certain basic assumptions. 
These assumptions include the conviction that the influ¬ 
ence of the protestant work-ethic continues to exist in 
American society (Cherington, 1980; Morse & Weiss, 1962; 
Bradshaw, 1981) and an acceptance of the widely-held 
opinion that active and productive participation in the 
work force has a strong positive influence on one's level 
of self-esteem (Bradshaw, 1981; Roe, 1956; Rosenberg, 
1957 ; Mills, 1951) . 
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Although, subject to debate, these positions are 
supported overwhelmingly in the literature and are dealt 
with at length in Chapter II. 
Against this backdrop, the problems of disenfran¬ 
chisement and perceived worthlessness cannot be resolved 
by a vocational model which does not allow the client 
maximum, unsimulated, participation in the world of work. 
Similarly, an evaluation of any proposed solution must 
regard closely its capacity to move the handicapped cli¬ 
ents from perceived social "worthlessness" towards their 
maximum capacity as dependable, productive wage earners. 
Hypotheses 
H.l There is no significant difference in work pro¬ 
ductivity mean scores between mentally-ill cli¬ 
ents in sheltered workshops and mentally-ill cli¬ 
ents in the I.C.E. model. 
H.2 There is no significant difference in earnings 
mean scores between mentally-ill clients in shel¬ 
tered workshops and mentally-ill clients in the 
I.C.E. model. 
H.3 There is no significant difference in attendance/ 
absenteeism mean scores between mentally-ill cli¬ 
ents in sheltered workshops and mentally-ill cli¬ 
ents in the I.C.E. model. 
H.4 There is no significant difference in work pro¬ 
ductivity mean scores between mentally-retarded 
clients in sheltered workshops and mentally-re 
tarded clients in the I.C.E. model. 
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H.5 There is no significant difference in earnings 
mean scores between mentally-retarded clients in 
sheltered workshops and mentally-retarded clients 
in the I.C.E. model. 
H. 6 There is no significant difference in attendance/ 
absenteeism mean scores between mentally-retarded 
clients in sheltered workshops and mentally-re¬ 
tarded clients in the I.C.E. model. 
H.7 There is no significant difference in productiv¬ 
ity mean scores between mentally-ill clients in 
the sheltered workshop and mentally-retarded cli¬ 
ents in the sheltered workshop. 
H. 8 There is no significant difference in earnings 
mean scores between mentally-ill clients in the 
sheltered workshop and mentally-retarded clients 
in the sheltered workshop. 
H. 9 There is no significant difference in attendance/ 
absenteeism mean scores between mentally-ill cli¬ 
ents in the sheltered workshop and mentally-re¬ 
tarded clients in the sheltered workshop. 
H. 10 There is no significant difference in productiv¬ 
ity mean scores between mentally-ill clients in 
the I.C.E. model and mentally-retarded clients 
in the I.C.E. model. 
H.ll There is no significant difference in earnings 
mean scores between mentally-ill clients in the 
I.C.E. model and mentally-retarded clients in the 
I.C.E. model. 
H. 12 There is no significant difference in attendance/ 
absenteeism mean scores between mentally-ill cli¬ 
ents in the I.C.E. model and mentally-retarded 
clients in the I.C.E. model. 
Methodoloqy 
Sample. The productivity/ earnings and attendance rec- 
ords of 60 (n) mentally-handicapped individuals was an 
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alyzed for data. These records included those of male 
and female clients ages 18-65, mentally ill and/or men¬ 
tally retarded. Sample members had a clear primary diag¬ 
nosis of either mental illness or mental retardation, 
i.e. the record of a mentally-ill clients did not contain 
a previous primary diagnosis of mental retardation and 
visa versa. All were participants in vocational rehabil¬ 
itation programs in western Massachusetts which are U.S. 
Department of Labor certified and accredited by the Com¬ 
mission on Accreditation of Rehabilitation Facilities. 
Instrumentation. Vocational rehabilitation agencies 
throughout the state utilize a simple standard format for 
recording each of the areas of productivity, attenance 
and wages paid. Due to the heavy influence of regulatory 
bodies, particularly the Federal Wage & Hour Division of 
the Department of Labor, these records are normally high¬ 
ly accurate and consistently prepared (Nelson, 1977). 
Numerous statewide trainings are held which serves to re¬ 
duce the possibility of subjectivity in measuring and re¬ 
cording ratings (Rules & Regulations, Title 29, Chapter 
5, Part 525, U.S. Department of Labor, 1974). However, 
to ensure inter-rater reliability, an assessment of the 
methodology used in each participating agency was carried 
out. Participants who do not adhere to the standard 
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method were dropped from the sample. Samples of these 
forms are included in Appendices II and III. 
For the purpose of gathering the data from the indi¬ 
vidual client records, a special survey form was devel¬ 
oped for this study. This form had the capacity for re¬ 
ceiving all the necessary data in each area and is en¬ 
titled the Productivity, Income & Attendance Data Sheet 
(P.I.A.D.S.). Data was transferred from individual re¬ 
cords to this sheet at participating facilities. This 
form was field-tested using 5 separate vocational pro¬ 
grams in western Massachusetts, and, as indicated, neces¬ 
sary modifications were made. A copy of this form is in¬ 
cluded in Appendix I. 
Design. In this study an experimental group which was 
already established and receiving the intervention (ex¬ 
posure to the I.C.E. Vocational Continuum) was tested on 
a pre and post basis. Since data needed was of a nature 
which is reliably and uniformly collected and recorded 
by U.S. Department of Labor certified agencies, an ex 
post facto pre-test was considered to yield thoroughly 
dependable data. The I.C.E. participants were compared 
on pre and post timeframes with a control group drawn 
from participants in the traditional sheltered workshops 
throughout western Massachusetts. Although a complete 
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and natural randomness was present in the assignment of 
I.C.E. clients to the new continuum, and although a ran¬ 
dom method of selection of members for the control group 
was used, it was not possible for participants in each 
group to be randomly assigned to the other. For this 
reason, the groups are described as comparable rather 
than equivalent (Campbell and Stanley, 1963). A strong 
and highly used quasi-experimental design is recommended 
by Campbell & Stanley for such circumstances which they 
describe as The Nonequivalent Control Group Design. When 
X = Treatment (i.e., participation in the I.C.E. model), 
the design is expressed thus: 
Pre-Test Treatment Post-Test 
0X0 
0 0 
The already strong natural "match" between the experimen¬ 
tal group and the control groups was augmented by the em¬ 
ployment of stratification to deal with the primary diag¬ 
nosis of participants in the categories of M.I. and M.R. 
With this stratification accomplished, the design has 
very strong internal validity. The possible threat to 
this design's external validity is that of most, if not 
all, experimental-control group studies--that of reactiv¬ 
ity (Campbell & Stanley, 1963; Dominowski, 1980). Unfor- 
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tunately, it is not possible to employ a method where 
subjects are not aware of the intervention. The possi¬ 
bility of a Hawthorne effect is significantly lessened, 
however, in that an obvious selection from a single group 
did not take place, thereby reducing the possibility of 
the client considering himself to be part of an experi¬ 
ment. All clients in the experimental groups moved there 
as a natural consequence of their previous program (shel¬ 
tered workshops) no longer being available. A further 
control of external validity lies in the source of the 
researcher's data. Since data is available from agency 
records on a highly confidential basis, rather than from 
an actual testing of the client, any sensitizing from the 
pre-test is avoided. This latter approach is strongly 
recommended by Webb (1966) as a technique for minimizing 
the effects of testing reactivity. 
Statistics. Mean scores were obtained, on a pre- and 
post- basis, for both experimental and control groups. 
These scores were obtained in the areas of production- 
ratings, income levels and hourly attendance. Pre-test 
sscores were compared to establish the equivalency of 
groups at the outset. Tests of they hypotheses were 
based on differences in post-test means in the variable 
areas. The significance of the difference in post-test 
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means of experimental and control groups was computed by 
means of a t-test for each individual hypothesis. For 
additional information, an analysis of the gain scores 
over pre-test was carried out and subjected to a t-test 
in the dependent variable areas. The alpha for this 
study was set at .05. 
Hypotheses for this study are symbolically stated 
as follows: 
H.l There is no significant difference in productivity 
mean scores between mentally-ill clients in shel¬ 
tered workshops and mentally-ill clients in the 
I.C.E. model. 
Symbolically: 
Ho : PI = V2 
yi = Workshop mean productivity scores. 
y2 = I.C.E. model mean productivity 
scores. 
H.2 There is no significant difference in earnings mean 
scores between mentally-ill clients in the sheltered 
workshops and mentally-ill clients in the I.C.E. 
model. 
Symbolically: 
Ho : PI = P2 
y]_ = Workshop mean earnings scores, 
y2 = I.C.E. model mean earnings scores. 
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H.3 There is no significant difference in attendance/ 
absenteeism mean scores between mentally-ill clients 
in sheltered workshops and mentally-ill clients in the 
I.C.E. model. 
Symbolically: 
H0 : VI = P2 
U1 = Workshop attendance/absenteeism 
mean scores 
H2 = I»C.E. model attendance/absenteeism 
mean scores. 
H. 4 There is no significant 
ity mean scores between 
sheltered workshops and 
the I.C.E. model. 
difference in work productiv- 
mentally-retarded clients in 
mentally-retarded clients in 
Symbolically: 
Ho : U1 = P2 
y]_ = Sheltered workshop productivity 
mean scores. 
y2 = I.C.E. model productivity mean 
scores. 
H.5 There is no significant difference in earnings mean 
scores between mentally-retarded clients in sheltered 
workshops and mentally-retarded clients in the I.C.E. 
model. 
Symbolically: 
Ho : VI = V2 
yi = Workshop mean earnings scores. 
V2 I.C.E. model mean earnings scores. 
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H.6 There is no significant difference in attendance/ab¬ 
senteeism mean scores between mentally-retarded cli¬ 
ents in sheltered workshops and mentally-retarded cli¬ 
ents in the I.C.E. model. 
Symbolically: 
H0 *• yi = V2 
yi = Workshop attendance/absenteeism 
mean scores. 
P2 = I.C.E. model attendance/absenteeism 
mean scores. 
H.7 There is no significant difference in productivity 
mean scores between mentally-ill clients in the shel¬ 
tered workshop and mentally-retarded clients in the 
sheltered workshop. 
Symbolically: 
H0 : U1 = ^2 
yi = Mentally-ill clients mean produc¬ 
tivity scores. 
y2 = Mentally-retarded clients mean pro¬ 
ductivity scores. 
H.8 There is no significant difference in earnings mean 
scores between mentally-ill clients in the sheltered 
workshop and mentally-retarded clients in the shel¬ 
tered workshop. 
Symbolically: 
Ho : U1 = V2 
yi = Mentally-ill clients earnings mean 
scores. 
y2 = Mentally-retarded clients earning 
mean scores. 
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H•9 There is no significant difference in attendance/ab¬ 
senteeism mean scores between mentally-ill clients in 
the sheltered workshop and mentally-retarded clients 
in the sheltered workshop. 
Symbolically: 
H0 : VI = V2 
U1 = Mentally-ill clients mean absentee¬ 
ism/attendance mean scores. 
P2 = Mentally-retarded clients mean ab¬ 
senteeism/attendance mean scores. 
H.10 There is no significant difference in productivity 
mean scores between mentally-ill clients in the I.C.E. 
model and mentally-retarded clients in the I.C.E. 
model. 
Symbolically: 
Ho : VI = V2 
\xi = Mentally-ill clients productivity 
mean scores. 
y2 = Mentally-retarded clients produc¬ 
tivity mean scores. 
H.ll There is no significant difference in earnings mean 
scores between mentally-ill clients in the I.C.E model 
and mentally-retarded clients in the I.C.E. model. 
Symbolically: 
Ho : PI = V2 
yi = Mentally-ill clients earnings mean 
scores. 
y2 = Mentally-retarded clients earnings 
mean scores. 
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H•12 There is no significant difference in attendance/ab¬ 
senteeism mean scores between mentally-ill clients in 
the I.C.E. model and mentally-retarded clients in the 
I.C.E. model. 
Symbolically: 
H0 • VI = P2 
yi = Mentally-ill clients absenteeism/ 
attendance mean scores. 
V2 = Mentally-retarded clients absentee¬ 
ism/attendance mean scores. 
CHAPTER I V 
THE ICE MODEL AND ITS EVALUATION 
A. The Model 
History of Incentive Community Enterprises. The Incentive 
Community was established in January of 1973 as a three- 
year NIMH grant funded residential rehabilitation program 
on the grounds of Northampton State Hospital. Through 
participation in this program, Hospital residents who were 
mandated to be deinstitutionalized by the Mental Health 
Act of 1966 relearned the basics of responsible indepen¬ 
dent living, aiding them in making a successful readjust¬ 
ment into the community. 
Incorporating in August of 1975 as Incentive Commun¬ 
ity Enterprises, Inc., the program was modified to a so¬ 
cial and vocational day rehabilitation program which of¬ 
fered sheltered workshop services to current and former 
state hospital residents from the surrounding community. 
Early in 1976, the Massachusetts Rehabilitation Commission 
authorized the agency to provide Vocational Evaluation, 
Personal Adjustment Training and Extended Employment Pro¬ 
grams on a fee—for-service basis for its clients. As 
I.C.E.'s expertise with the severely psychiatrically dis- 
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turbed population began to increase, MRC awarded the pro¬ 
gram a demonstration grant designed to provide in-depth 
Work Activities services to this severely limited segment 
of the population. 
As the target population continued to leave the hos¬ 
pital for non-Hampshire County communities, I.C.E. estab¬ 
lished satellite workshop programs in Holyoke (1977) and 
in Greenfield (1978) to further expand its services to 
individuals with handicaps throughout the tri-county area. 
With this broadened community base, increased numbers of 
higher functioning individuals began to be referred to 
I.C.E., requiring more sophisticated levels of vocational 
service. Assisted by an MRC grant, a Transitional Employ¬ 
ment Program was established in 1979 which offers commun¬ 
ity-based employment to individuals with handicaps under 
a Federal Targeted Jobs Tax Credit model. 
After achieving national accreditation status by the 
Commission on Accreditation of Rehabilitation Facilities 
in June of 1980, I.C.E. began another period of explosive 
growth and development. A comprehensive Pre-vocational 
program was introduced under a Department of Mental Health 
contract in the Franklin County area. Concurrently the 
TEP model extended its area of operation throughout the 
Pioneer Valley, qualifying it as one of the largest pro¬ 
grams of its kind in the nation. 
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The community-based employment emphasis reflected in 
the TEP model has, in recent years, become the primary 
thrust of the rehabilitation movement. The current Voca¬ 
tional Model which guides the delivery of I.C.E. services 
is firmly rooted in a community-based employment philoso¬ 
phy, and normalization of the work environment for all 
workers is a central organizational goal. 
Mission of Incentive Community Enterprises. To promote 
through vocational and residential programs the social and 
economic independence of Western Massachusetts residents 
who are handicapped by reduced mental, physical, or social 
abilities. 
To provide a range of specialized services in the 
most normal setting possible to address vocational and 
social deficits with a view toward maximizing individual 
choices and accomplishments in the areas of work and 
residence. 
Purpose of the I.C.E. Vocational Continuum. The purpose 
of the Vocational Services Continuum derives from the 
overall mission of the agency, and addresses the follow¬ 
ing vocationally-related areas: 
Incentive Community Enterprsies, Inc., offers 
work-oriented programs designed to assist in- 
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dividuals to identify, expand and exercise 
their options for a more independent, commun¬ 
ity-based lifestyle. Through its vocational 
components, I.C.E. serves persons who are tem¬ 
porarily or permanently limited in their voca¬ 
tional abilities by emotional, physical, de¬ 
velopmental or social handicaps. By providing 
a variety of opportunities for supported voca¬ 
tional experience in the least restrictive, 
most culturally normative environments possi¬ 
ble, I.C.E. strives to help the persons it 
serves to establish foundations for continuing 
vocational growth. 
By emphasizing movement along a goal-oriented 
vocational continuum, I.C.E. encourages its 
participants to build their self-esteem as 
gainfully employed and contributing members of 
society. Workers are helped to gradually re¬ 
linquish their enforced dependence on protec¬ 
tive social institutions in exchange for earned 
independence with its accompanying rewards and 
responsibilities. As a result, these individ¬ 
uals realize a greater opportunity for choice 
in determining major life directions. 
Definition and explanation 
the Vocational Services phi 
services listed will be off 
community-based employment 
vidual recipient. 
of services. In 
losophy of I.C.E. 
ered in the least 
setting possible 
keeping with 
, Inc., all 
restrictive 
for the indi 
Evaluation. (1) The comprehensive assessment of an 
individual's general and particular vocationally-related 
skills, behaviors and interest, through a variety of for 
mal and informal methods, including observation of work 
habits, test administration, exposure to work samples, 
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comparison to a set of standard criteria, and review of 
relevant history. The evaluation of a worker results in 
the formulation of a set of recommendations designed to 
encourage vocational development and progress based on 
the potentials and capabilities demonstrated during the 
evaluation. (2) An ongoing assessment, through observa¬ 
tion, of an individual's demonstrated and apparent capa¬ 
bilities, which occurs throughout a worker's involvement 
in vocational services, and the integration of that infor¬ 
mation into the continual planning for that individual. 
Pre-vocational services. The highly individualized 
remedial and vocationally-oriented programming, offered 
to persons requiring intensive assistance and training in 
certain basic behavioral, social and vocational skill 
areas to help them achieve the minimal criteria for ac¬ 
ceptance into a more normalized working environment. 
Work adjustment. The systematic method of minimizing 
behaviors and habits which present barriers to successful 
employment and maximizing positive work performance ac¬ 
cording to a rehabilitation plan developed for a particu¬ 
lar individual. (See section on Methodology for specific 
description of activities involved in implementing this 
service.) 
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Extended Sheltered Employment Program. E.S.E.P. 
offers long-term community-based employment to workers 
who are producing at an average of at least 25% of normal 
productivity, and whose potential for independent compe¬ 
titive placement is considered minimal in the forseeable 
future, for the purpose of maximizing their earned income 
Transitional Employment Program. The Transitional 
Employment Program offers placement in jobs reserved by 
the employer for the participants in the program. These 
positions, paid for at realistic rates by the employer 
for a specified period of time, enable the individual to 
make the transition from dependency upon the program to 
actual competitive employment. 
On-the-job training. A trial period of employment 
involving specific job training by the employer of the 
worker who is anticipated to become a regular employee. 
While the employer generally pays the worker a realistic 
wage, a gradually decreasing proportion of the training 
expenses are reimbursed to the employer by a funding 
source such as MRC. 
Placement. The service whereby the worker is as¬ 
sisted in seeking, obtaining and satisfactorily maintain 
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ing a competitive position, or higher level placement 
within the private sector. Gradually diminishing follow¬ 
up and support services are available to both employer 
and employee to maximize the potential for success in the 
placement. 
Training. (1) A program designed to teach specific 
vocational skills and techniques to an individual who dem¬ 
onstrates both an interest and an aptitude in a particular 
career area for the purpose of obtaining employment in 
that area. (2) The ongoing instructional and supervisory 
process of demonstrating to workers the proper methods for 
efficiently and accurately performing the tasks to which 
they are assigned. 
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Figure 6 
I.C.E. VOCATIONAL CONTINUUM LEVELS 
Level V = Competitive Employment 
Each level is situated within industry and may 
involve numerous sites, depending on client numbers. 
1. Clients enter at a level representative of their 
achievement scores on criteria lists in the areas of 
work, psycho-social and functional education skills. 
2. An individually-geared rehabilitation plan works the 
client toward reaching criterion for the next level up. 
3. Clients who are limited in capacity and cannot reach 
criterion for Level V have an extended sheltered em¬ 
ployment option. 
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Description of individual levels. 
Overview. The following sections contain descrip¬ 
tions of each level by its characteristics and features, 
the minimal criteria for admission into that level and 
the staffsworker ratio for the level. 
Criteria. The criteria listed are weighted according 
to their relative importance, with the weights being de¬ 
fined as follows: 
1. Desirable 
2. Important, but may be waived according to IWRP 
3. Absolutely required--worker must meet this cri¬ 
teria in order to be accepted into level. 
When all the weights of all baseline criteria within a 
level are added together, an "ideal total" is obtained 
which would be the "score" of an individual meeting all 
the entry-level criteria for that vocational level. A 
worker may be accepted if that person's "score" (i.e. the 
sum of the weights of criteria met) totals at least 90% 
of the "ideal total" for the level, as long as all those 
criteria weighted "3" are also met. In other words, a 
worker must meet all of the criteria weighted "3", and 
must score at least 90% of the "ideal total" in order to 
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achieve acceptance into that level. Also, since the cri¬ 
teria have been developed in a cumulative manner, workers 
accepted in a particular level are assumed to have met 
acceptance criteria for all previous levels. 
Ratio. Within a level, specific staffiworker ratio 
limitations are set which the organization is committed 
to maintaining. Closely approaching or achieving a par¬ 
ticular level's staff:worker ratio will be a warning sign 
for that level to restabilize the proportions through 
movement of workers out of the level (promotion, place¬ 
ment, termination of workers who have achieved maximum 
benefits), or hiring additional staff to handle workers 
exceeding present staff limitations. 
Time limitations. In most cases, workers placed in 
Level IV are involved in the individual Transitional Em¬ 
ployment Program for six months or less. Those workers 
who have achieved Vocational Level V are placed in posi¬ 
tions independent from the program with all deliberate 
haste so as not to remain unnecessarily associated with a 
helping agency. No specific timelines have been set for 
completing levels Pre Voc I - Voc III, although no objec¬ 
tives are written on any IWRP for a period longer than 
six months. Formal review of a worker's program will 
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take place at least once every six months, and informal 
reviews which help to determine the need for adjustments 
in the program usually occur with relative frequency. An 
important foundation of the Vocational Services Program 
philosophy "emphasizes movement along a goal-oriented con¬ 
tinuum" in order that workers may experience the "least 
restrictive, most culturally normative (work) environment 
possible." 
The Program is committed, therefore, to ensuring that 
no worker will stagnate at a level which does not chal¬ 
lenge his/her utmost vocational capabilities. Continual 
evaluation to determine the worker's potential for pro¬ 
gress to a higher vocational level and/or into a totally 
independent vocational situation is an ongoing process at 
I.C.E. occurring at all levels. (It should be noted here 
that not only may a person enter the I.C.E. program at 
any level which is appropriate and for which admission 
criteria is clearly achieved, but a worker may also be 
placed in independent employment from any level. Although 
Level V is defined as the Competitive Placement Level, any 
worker from any Vocational Level who exhibits the quali¬ 
fications and capabilities for a specific independent job 
placement would not only be allowed but encouraged to 
leave the I.C.E. program to move into that position. 
Progress through the levels to Level V only maximizes the 
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likelihood that a worker could apply for, secure and main¬ 
tain a normalized competitive position. A highly special¬ 
ized opportunity, however, does on occasion arise, and all 
workers whose abilities meet the requirements of the job 
would be considered eligible and appropriate for that 
job.) 
In the event that a referral is made by an outside 
agency for a client to receive only specifically funded 
services (such as Vocational Evaluation) and nothing more, 
the time frame for participation would be limited to the 
period of purchased services, unless further services were 
seen as appropriate and the funding recommended could be 
arranged. 
In general, however, the most pressing timelines for 
worker movement result from the agency's commitment to 
progress for the worker, rather than from any artificially 
pre-determined time limits. Progress toward employment- 
related goals for all workers is always the guiding force 
of the IWRP. Measurement of each level's achievement of 
those goals by means of the Program Evaluation System 
guarantees that workers will not be allowed to remain 
overly long at any one level if their capabilities war 
rant a higher level vocational placement. 
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Characteristics of Pre-Vocational Level I 
Environmental 
Arrangement: 
Pre-vocational skills training program 
encompasses highly structured vocational 
skills training, activities of daily 
living skills, communication and social¬ 
ization skills. 
Vocational 
Emphasis: 
Participation in skills development 
needed to perform job-related tasks, job 
recognition and exploration; community 
awareness and communication and social¬ 
ization skills. 
Rehabilitation 
Emphasis: 
General evaluation, individual behavior- 
ally-oriented programs, on-task perfor¬ 
mance . 
Social Emphasis: Increase and promote basic listening 
Supervisor: 
Worker Ratio: 
skills, increase attention span, develop 
communication and socialization skills. 
1:2 
Refer to Vocational Services Model Diagram for 
placement of Pre-Vocational Level I in relation 
to other levels. 
Pre Vocational Level I 
Baseline Criteria for Entry--Behavioral/Social 
Cateqory Expectations Weighting 
Self-Control -Behavior does not pose an 
immediate serious danger to self 
or others 2 
Level of 
Independence 
-Capable of remaining unattended 
(i.e. without direct constant 
supervision) for up to 5 minutes 2 
-Does not panic or become lost if 
out of immediately familiar 
surroundings 2 2 
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-Can ingest foods and liquids orally 3* 
Hygiene -Cooperative to bathing and toilet¬ 
ing procedures (when assisted if 
necessary 3* 
Interactions -Recognizes immediate authority 
with Others figures 1 
-Usually complies with external 
controls 2 
-Is aware of other individuals in 
immediate surroundings (i.e. looks 
at others, says "hi", etc.) 1 
Mobility -Not bedridden, capable of walking 
or riding in wheelchair, with 
assistance (human or mechanical) 
if necessary 3* 
Self-Care -Will keep appropriate clothing 
on body when dressed 2 
-Will accept assistance in dressing 
(coat, boots, dry or clean 
clothing) if necessary 2 
Functional Academics 
Communication -Can communicate basic needs (with 
Skills assistance if necessary) verbally 
or non-verbally 1 
Language -Can cooperate with basic verbal 
Skills or signed commands (i.e. "stop," 
"come here," etc.) 2 
-Understands "good," "bad," "no," 
"yes," "ok," etc. 2 
Time -Knows daytime versus nightime 1 
Perception 
Money -If uses money, associates currency 
Management with buying power 1 
Number -Understands "big," "little, 
Concepts "more," etc. 1 
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Motivation Willing to accept involvement 
in program even if externally 
imposed 2 
Use of 
Supervision 
Will accept simple instruction 
without becoming violently 
rebellious 3* 
Can tolerate lack of immediate dir¬ 
ect supervision for up to 5 mins. 2 
Quality of 
Work 
Does not intentionally destroy 
product or tasks on a regular basis 2 
Physical 
Abilities 
Must have adaptable use of at least 
one extremity, or signalling 
capacity 2 
Attention Span Can attend to brief commands, 
directions, or simply instructional 
demonstration 2 
Attendance If brought to work, will remain as 
required 2 
Productivity Will attempt to complete or partici¬ 
pate in at least one identified 
task or activity per day 1 
Punctuality Will cooperate with externally 
imposed time controls 1 
Job Seeking 
Skills 
Responds to own name, signals 
verbally or non-verbally 2 
Attempts to respond to simple 
questions by signalling verbally 
or non-verbally 1 
Ideal Total 52 
90% Required Total Score 47 
(-5 allowed) 
*Required for acceptance into level. 
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Characteristics of Pre-Vocational Level II 
Environmental Pre-vocational skills training program 
Arrangement: directed towards concentrated pre-voca- 
tional skills training, occupational 
exploration and assessment, functional 
academics, job employment skills, and 
on-the-job training. 
Vocational 
Emphasis: 
Participation in work-related training, 
job recognition and exploration, job- 
related tasks, i.e. following directions, 
attention span, on-task performance. 
Rehabilitation 
Emphasis: 
General evaluation, individual behavior- 
ally-oriented programs, on-task perfor¬ 
mance, and maximizing employability 
skills. 
Social 
Emphasis: 
Increase social awareness and interaction 
with others; increased independence. 
Supervisor: 
Worker Ratio: 1:5 
Refer to Vocational Services Model Diagram for 
placement of Pre-Vocational Level II in relation 
to other levels. 
Pre-Vocational Level II 
Baseline Criteria for Entry--Behavioral Social 
Category Expectations Weighting 
Self-Control Unprovoked physical assault occurs 3* 
less than once per month. 
Level of 
Independence 
Capable of adapting readily to 
unfamiliar surroundings. 2 
Can feed self (may require some 
assistance). ^ 
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Hygiene 
Interaction 
with Others 
Mobility 
Capable of remaining unattended 
(without direct supervision) for 
up to 30 minutes 2 
Bathes and washes hair at least 
weekly 2 
Person responds when addressed 
(signing or speaking one word or 
brief answers to questions) 3* 
Is aware of and can identify at 
least 5 individuals in routine 
surroundings 2 
Can usually walk or ride in wheel 
chair without human assistance 2 
Self-Care Consistently uses toilet facilities 
when needed 3* 
Can blow own nose, subject to 
physical constraints 2 
Can dress self in outer clothing 
(with assistance, if necessary) 3* 
Functional Academics 
Baseline 
Category 
Criteria for Entry--Behavioral Social 
Expectations Weighting 
Communication 
Skills 
Language 
Skills 
Time 
Perception 
Can communicate simple ideas verbally 
or non-verbally; can follow simply 
instructions (e.g., "put it on the 
table," "give it to me," "do it 
again") 
Can say or sign 50 words 
Can copy letters (with assistance 
if necessary) 
Knows morning, afternoon, evening 
Understands "break time," "lunch 
time" 
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Money 
Management 
Can cash check (with assistance 
if necessary) 2 
Renders money in exchange for 
goods appropriately 2 
Number 
Concepts 
Understands general quantities-- 
e.g., "a little bit," "a lot," etc. 1 
Can count 3 objects 3* 
Vocational/Work Skills 
Motivation Will remain in work area voluntar¬ 
ily throughout most of work day 3* 
Use of 
Supervision 
Can tolerate lack of immediate 
supervision for up to 30 minutes 3* 
Will attempt to follow example of 
task demonstration, and can make 
simply adjustments in performance 
as a result of correction 3* 
Quality of 
Work 
Can accurately perform at least 
one job 50% of the time with close 
supervision 2 
Physical 
Abilities 
Must have at least 50% range of 
motion in one extremity 2 
Can reach, grasp, and handle 
objects under 25 lbs. 1 
Attention 
Span 
Accepts work tasks and attempts 
to accomplish (with supervision 
if needed) 2 
Attendance Tolerates at least three-hour 
structured day with close 
supervision 2 
Productivity Will complete or participate in 
an average of 4 identified tasks 
or activities per day 2 
Punctuality Will begin work or returns from 
break when told 2 
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Job Seeking 
Skills 
Can respond to simple questions 
about general job categories (e.g. 
"What does a farmer do?," "who 
fixes teeth?") l 
Ideal Total for Level 67 
90% Required Total Score 61 
(-6 allowed) 
^Required for acceptance into level. 
Characteristics of Vocational Level I 
Environmental 
Arrangement: 
Group Placement; "partnership with 
industry" (space designated for use by 
I.C.E. within industrial setting, subcon¬ 
tracted job from employer); I.C.E. busi¬ 
ness placement with close supervision 
Vocational 
Emphasis: 
Development of quality work, less emphasis 
on speed of production. 
Rehabilitation 
Emphasis: 
General evaluation level unless otherwise 
determined by referral information; be- 
haviorally related Work Adjustment pro¬ 
grams; more tolerance of deviance 
Social 
Emphasis: Appropriate socialization skills. 
Supervisor: 
Worker Ratio: 1:8 
Refer to Vocational Services Model Diagram for 
placement of Vocational Level I in relation to 
other levels. 
Ill 
Baseline 
Category 
Self-Control 
Level of 
Independence 
Hygiene 
Interactions 
with Others 
Mobility 
Self-Care 
Vocational Level I 
Criteria for Entry--Behavioral/Social 
Expectation Weighting 
Unprovoked verbal outbursts 
occur less than once per week 3* 
Seeking assistance to eliminate 
behaviors presenting serious 
barriers to employability (e.g., 
substance abuse; stealing, etc.) 2 
Can report to work from short 
distance (1/4-1/2 mile) unassisted 2 
Can adapt to different modes of 
group transportation without be¬ 
coming confused or upset 2 
Can bring lunch to work and eat 
at appropriate time 2 
Generally free from strongly 
offensive body odor 2 
Changes outer clothing at least 
3 times per work week 2 
Initiates brief interaction with 
staff to express needs related to 
work 2 
Can find way to various points 
in a building by following 
directions or by simple example 3* 
Can dress self appropriately 
without assistance 2 
Will take medication as prescribed 
(with reminder if necessary) 3* 
Able to communicate physical 
distress 3* 
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Functional Academics 
Communication Will participate in brief social 
Skills conversation with staff l 
Will comply with simple emergency 
directions 3* 
Language Prints name 2 
Skills 
Can recognize at least 10 words 
(e.g., Exit, No Smoking, Ladies, 
Men, Do Not Enter, Walk, Don't 
Walk, Danger, etc.) 3* 
Time Knows days of the week; 
Perception understands "holiday," "weekend" 2 
Money Recognizes coin denominations 2 
Management 
Can operate vending machine 
without assistance 1 
Number Counts 10 objects 2 
Concepts 
Can separate items into general 
categorical groups 3* 
Recognizes some digits (0-9) 2 
Vocational/Work Skills 
Motivation Cooperative to working in group 2 
Willing to try different work 
settings if offered or available 3* 
Use of Directs only questions regarding 
Supervision work to staff, during work times 1 
Quality of Capable of performing at least 
Work one job with 70% acceptance rate 2 
Attention Span Attends to work task for at least 
15-minute periods without leaving 
work station, without direct 
supervision 3* 
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Attendance Able to tolerate at least three- 
hour day with only intermittent 
supervision 3* 
Productivity Capable of producing at least 
25% of normal rate with close 
supervision on at least one job 3* 
Punctuality Returns from break on time inde¬ 
pendently or with group reminder 3* 
Job Seeking 
Skills 
Can cooperate with information 
gathering process with assistance 
(e.g. compiling work resume) 2 
Ideal Total 71 
90% Required Total Score 64 
(-7 allowed) 
Characteristics of Vocational Level II 
Environmental 
Arrangement: 
Production Group in industry or I 
business with I.C.E. supervision 
• C . E • 
Vocational 
Emphasis: 
Development of productivity while main¬ 
taining and increasing quality; maximizing 
earned income; work skill adjustment 
Rehabilitation 
Emphasis: 
Preparation for more independent, 
tional employment; less tolerance 
deviance 
transi- 
of 
Social 
Emphasis: 
Encourage appropriate on the job 
ation with peers. 
socializ- 
Supervisor: 
Worker Ratio: 1:10 
Refer to Vocational Services Model Diagram for 
placement of Vocational Level II in relation to 
other levels. 
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Baseline 
Category 
Self-Control 
Level of 
Independence 
Hygiene 
Interactions 
with Others 
Mobility 
Self-Care 
Communication 
Skills 
Language 
Skills 
Vocational Level II 
Criteria for Entry--Behavioral/Social 
Expectations Weighting 
Verbal outburst occur when client 
is constructively criticized by 
staff less than once per week. 2 
Actively cooperating in the 
elimination of barriers which 
would present serious barriers to 
employment (e.g., substance abuse, 
stealing, etc.) 
Can report to work from distance of 
greater than 1/2 mile 2 
Can adhere to a fixed or variable 
work schedule without constant 
reminders 1 
Clothes are clean, neat and well¬ 
fitting 2 
Generally free of strongly offen¬ 
sive body odors 3* 
Participates in brief 
conversations with peers 2 
Can use public transportation, 
with assistance if necessary 2 
Observes safety precautions when 
so instructed 3* 
Functional/Academic Criteria 
Generally speaks or signs of 
relevant topics, but may do so 
with poor quality 
Can read small words phonetically 
Can sign name 
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Time 
Perception 
Tells time to approximate 1/2 hour 2 
Money 
Management 
Knows equivalent value of coins 1 
Number 
Concepts 
Recognizes all digits 2 
Counts 20 objects 2 
Can figure sums on fingers 2 
Can record own production 2 
Vocational/Work Skills 
Motivation Has demonstrated willingness to 
work in community-based setting 3* 
Use of 
Supervision 
Usually asks work-related questions 
of supervisor in appropriate manner 
(does not yell out, interrupt, etc.) 2 
Quality of 
Vi or k 
Achieves approximately 85% accep¬ 
tance rate, based on job speci¬ 
fications 3* 
Attention Span Attends to work tasks for at least 
one half hour without direct 
supervision 3* 
Attendance Attends average of at least 80% 
of scheduled time 3* 
Will inform supervisor of expected 
absences 3* 
Productivity Average production at least 25% of 
normal rate for minimum of four out 
of past eight weeks, or clear evi¬ 
dence of assessed capability 3* 
Punctuality Less than 60 minutes late per week 
to begin work; less than 30 minutes 
late per week returning from breaks 3* 
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Job Seeking Can cooperate with information 
Skills gathering process with minimal 
assistance (answers questions with¬ 
out excessive probing) _2 
Ideal Total for Level 62 
90% Required Total Score 56 
(-6 allowed) 
Characteristics of Vocational Level III 
Environmental Small group or team T.E.P.; supervision 
Arrangement: by employer, with regular daily visits 
from I.C.E. personnel; wages paid (in most 
cases) by employer 
Vocational Development of work site level perfor- 
Emphasis: mance. 
Rehabilitation 
Emphasis: Increase independence at work site. 
Social Encourage cooperation with peers. 
Emphasis: 
T.E.P. 
Specialist: 
Worker Ratio: 1:10 
Refer to Vocational Services Model Diagram for 
placement of Vocational Level III in relation 
to other levels. 
Vocational Level III 
Baseline Criteria for Entry--Behavioral/Social 
Self-Control 
Level of 
Independence 
Verbal outbursts occur when client 
is mildly provoked by peers less 
than twice a month. 
Can arrange transportation to work 
with assistance. 
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Can order meals in restaurant or 
arrange for lunch independently. 2 
Hygiene Generally free from mildly offen¬ 
sive odors. 2 
Clothes are generally clean, neat, 
well fitting and appropriate for 
work setting. 3* 
Interactions Client will appropriately initiate 
with Others social conversation with peer on 
occasion. 2 
Mobility Can use available public transpor¬ 
tation without assistance (subject 
to physical constraints) 2 
Self-Care Can take non-prescribed medication 
independently when appropriate. 2 
Functional Academics Criteria 
Communication Capable of expressing needs and 
Skills ideas clearly to supervisor. 2 
Can deal with frustration appro¬ 
priately without becoming offen¬ 
sive. 3* 
Language Reads and writes simple primer 
Skills level sentences. 1 
Time Tells time to 1/4 hour. 2 
Perception 
Money Can check accuracy of change. 1 
Management 
Number Knows addition and subtraction 1 
Concepts facts to 10. 
Vocational/Work Skills 
Motivation Cooperative to suggestions on how 
to improve job performance. 3* 
Expresses some interest in obtain¬ 
ing competitive employment. 1 
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Use of 
Supervision 
Usually asks only appropriate and 
necessary questions of assigned 
supervisor. 2 
Accepts correction without becoming 
defensive. 1 
Quality of 
Work 
Meets industrial standards of 
job site or placement. 2 
Attendance Attends average of at least 90% 
of scheduled time. 3* 
Schedules appointments for non¬ 
work time whenever possible. 2 
Productivity Average production at least 50% 
of normal rate. 
Punctuality Less than 30 minutes late per 
week to begin work; less than 15 
minutes late returning from breaks 2 
Job Seeking 
Skills 
Can fill out application with 
assistance. 2 
Idea Total for Level 46 
90% Required Total Score 42 
(-4 allowed) 
Characteristics of Vocational Level IV 
Environmental 
Arrangement: 
Individual Transitional Employment Program 
within employment setting; wages paid and 
supervisor provided by employer with oc¬ 
casional supportive visits from T.E.P. 
worker. 
Vocational 
Emphasis: 
Industrial norms of performance, atten¬ 
dance, punctuality; rating by employers. 
Rehabilitation 
Emphasis: 
Independence, responsibility and level of 
motivation. 
Social 
Emphasis: 
Job seeking skills (necessary interper¬ 
sonal skills as well as techniques). 
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T.E.P. 
Specialist: 
Worker Ratio: 
Refer to 
placement 
Baseline 
Category 
Self-Control 
Level of 
Independence 
Hygiene 
Interactions 
with Others 
Mobility 
Self-Care 
Communication 
Skills 
1:10 
foe 
of 
ational Services Model Diagram for 
Vocational Level IV in relation to 
other levels. 
Vocational Level IV 
Criteria for Entry--Behavioral/Social 
Expectations Weighting 
Worker demonstrates stubborn or 
passive/aggressive behavior less 
than twice per month. 2 
Takes initiative to obtain mater¬ 
ials when out of work. 2 
Can adjust to changes in work 
setting. 
Worker always appears clean, neat 
and appropriately dressed. 2 
Worker is generally pleasant in 
conversation, polite and respect¬ 
ful of authority figures. 2 
Can get to work even if usual 
mode of transportation is inter- 
upted. 
Ability to sit, stand or comply 
with job requirements for lengthy 
period (1-2 hours). 
Person practices simple preventa¬ 
tive medicine; tries to maintain 
sensible diet. 
Functional Academics 
Not overly shy, or obnoxious, so 
that needs can be maintained over 
extended period. 2 
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Language Can read and write adequately to 
Skills perform T.E.P. job. 2 
Time Tells time accurately. 2 
Perception 
Money Can cooperate with a sensible 
Management budget regimen. 2 
Can handle money adequately to 
perform T.E.P. job. 
Number Knows double digit operations, 
Concepts simple multiplication. 1 
Vocational/Work Skills 
Motivation Demonstrates desire to improve 
work performance. 2 
Expresses serious interest in 
obtaining competitive employment. 3* 
Use of Can work independently or in group 
Supervision for lengthy periods without super¬ 
vision. 3* 
Quality Can adapt work skills to different 
of Work jobs. 2 
Attention Able to attend to work task for 
Span entire work period without need 
for reminder. 3* 
Attendance Worker misses no more than 2 days 
per month without legitimate med¬ 
ical excuse. 3* 
Productivity Average productivity at least 75% 
of normal rate. 1 
Punctuality Less than 15 minutes late per week. 2 
Job Seeking Can participate appropriately in 
Skills competitive job interview. 3* 
Ideal Total for Level 51 
90% Required Total Score 46 
(-5 allowed) 
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Characteristics of Vocational Level V 
Environmental 
Arrangement: 
Individual competitive employment or 
higher level vocational or academic 
placement. 
Vocational 
Emphasis: 
Maximizing wages from entry-level 
onward. 
Rehabilitation 
Emphasis: 
Satisfactory maintenance of placement 
for reasonable period of time. 
Refer to Vocational Services Model Diagram for 
placement of Vocational Level V in relation to 
other levels. 
Vocational Level V 
Baseline Criteria for Entry--Behavioral/Social 
Self-Control Actively cooperates with super¬ 
visor and co-workers in work and 
social activities. 1 
Level of 
Independence 
Can be depended upon to perform 
satisfactorily without external 
controls. 2 
Hygiene Hair appropriately styled; 
clothing appropriate to job group. 2 
Interactions 
with Others 
Capable of handling leisure time 
in socially acceptable manner. 1 
Functional Academics 
Money 
Management 
Utilizes common bank services, 
usually shops for self indepen¬ 
dently. ^ 
Number 
Concepts 
Can keep track of own production, 
project roughly accurate results. 2 
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Motivation 
Quality of 
Work 
Attention 
Span 
Attendance 
Productivity 
Punctuality 
Job Seeking 
Skills 
Vocational/Work Skills 
Worker has demonstrated ability to 
hold job satisfactorily for at 
least 3 months. 2 
Can check errors independently. 3* 
Can adjust pace to increased 
pressure. 2 
Attends to work task for entire 
work period without need for 
reminder. 2 
Worker misses no more than 1 day 
per month without legitimate 
medical excuse. 2 
Average production at least 95%- 
100% of normal rate. 1 
Worker is late for work less than 
5 minutes, less than twice per 
week. 2 
Can read ads, make appointments, 
follow through, participate in 
interviews; can utilize generic 
resources when appropriate. __2 
Ideal Total for Level 25 
90% Required Total Score 23 
(-2 allowed) 
Procedure for admission. 
1. Applications for admission may be made via let¬ 
ter, telephone call or in person from a candidate's case¬ 
worker to the Vocational Services Department representa¬ 
tive of the appropriate I.C.E. area office. 
If appropriateness of the referral is estab- 2. 
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lished, a tentative time schedule for an admission confer¬ 
ence will be agreed upon. The referring caseworker will 
subsequently arrange for a current basic medical form to 
be completed and signed by the worker's attending physi¬ 
cian and forwarded to I.C.E. (Department of Labor regula¬ 
tions require that this medical form be received by I.C.E. 
before a worker is allowed to enter the program.) Basic 
medical forms can be obtained from the I.C.E. secretary 
or Vocational Services Department member. 
3. Referring caseworkers should see to it that the 
worker is present to be interviewed at the admission con¬ 
ference, which will be scheduled by the I.C.E. office for 
the area. This in attendance from I.C.E. will include 
Vocational Services Department members and other appro¬ 
priate I.C.E. personnel. 
4. A written psychosocial history, while not re¬ 
quired, may be helpful for the successful coordination of 
worker program planning. However, relevant information 
will be requested from the caseworker at the admission 
conference regarding the worker's present and past status 
in psychological, behavioral and vocational areas, etc. 
5. Prospective workers will be interviewed by 
I.C.E. staff after the above information has been ob¬ 
tained. If feasibility for work and motivation for in¬ 
volvement can be established, worker will be accepted for 
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work and scheduled to begin working full days, if possi¬ 
ble, but a variety of time arrangements are available 
wherever indicated. 
6. If worker is determined ineligible for services 
due to inappropriateness or lack of services designed to 
meet his/her needs, efforts will be made to communicate 
these reasons to the referring caseworker. Wherever rec¬ 
ommendations can be made regarding alternative directions 
or services, these will also be communicated to the re¬ 
ferring caseworker. 
Methods for achieving worker objectives. 
Work experience. 
A. Acquired by staff to be performed by workers 
1. Subcontracted with private industry or on 
site 
2. Performance of services 
a. Janitorial 
b. Food service 
c. Housekeeping 
3. I.C.E. business 
4. Work samples 
5. Placement in independent jobs 
B. Rehabilitative qualities 
1. Pay real wages 
2. Normalized expectations 
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Individual Written Rehabilitation Plan (IWRP) 
A. Developed by Rehab Staff 
1. Overall goal for worker considered 
2. Support staff and worker consulted 
B. Written in objective format 
1. Disseminated through appropriate channels 
2. Maintained in worker record, copy in work 
supervisor's floor file 
3. Progress toward objectives reported weekly 
or as required by individuals responsible 
for implementation. 
C. How IWRP affects changes, minimizes barriers to 
employment 
1. Standardized methods most commonly used 
a. Task instruction/demonstration 
b. Job set-up modification 
c. Physical separation of workers within 
work setting 
d. Vocational counseling 
e. Modeling 
f. Behavior modification 
1. Successive approximation toward 
goal 
2. Selective reinforcement of perfor¬ 
mance 
a. Verbal, social praise, recog¬ 
nition 
b. Ignoring inappropriate behav¬ 
ior to extinguish 
g. Referral to external support services 
h. Variation in job assignments 
i. Productivity based remuneration 
j. Promotion to higher level as incentive 
. Specialized methods for specific indivi¬ 
duals 
a. Behavioral program designed to modify 
particular behaviors 
2 
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b. Variable or fixed ratio observation/ 
reinforcement 
c. Negative consequence contracts (sus¬ 
pension, termination, etc.) 
d. Mutual agreements between worker and 
certain staff members 
e. Reward plans involving other than or¬ 
dinary reinforcements (social events, 
external staff involvement, etc.) 
f. Specialized placement at particular 
work environment or task 
3. Progress reporting review mechanism 
a. Work supervisor or other implementor 
records progress toward objective 
weekly or as required 
b. Program manager reviews, make comments 
c. Rehab Planner reviews, noted progress 
or digressions from objectives, adjusts 
plan or clarifies for implementor as 
necessary 
d. Objective is noted by Rehab Planner to 
be achieved on IWRP where criteria for 
completion is met 
e. Appropriate ratings recorded by Rehab 
Planner on Mini Goals Checklist when 
various objectives are achieved 
f. Reports compiled and issued to appro¬ 
priate external referring agencies as 
progress warrants 
g. As barriers to employment are elimi¬ 
nated, worker progresses through levels 
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Figure 7 
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Policy regarding fallback, suspension and termination. 
It is the commitment of this agency to encourage positive 
progress at all times and with all workers. Given the 
serious limitations to employability which participants 
must overcome, and recognizing the powerful influence of 
expectation on an individual's performance, I.C.E. staff 
must always display an expectation of success and achieve¬ 
ment, regardless of a consumer's prior history to the 
contrary. 
Fallback. Since the agency is committed to serving 
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workers in a community-based setting, the question of 
"fallback" to a sheltered workshop environment presents 
little or no threat. Increased supervision or job simpli¬ 
fication within the same community-based site may be the 
only adjustment necessary to accommodate the temporary 
decompensation of a particular worker. If transfer to a 
less challenging or more closely supervised site is nec¬ 
essitated, it will be carried out as a lateral transfer 
from one community-based site to another. This procedure 
enables I.C.E. to meet the criteria of its Vocational Ser¬ 
vice Model which seeks to "accommodate fallback without 
encouraging it." 
Suspension. In some instances, a worker’s behavior 
may seriously violate certain limitations and the individ¬ 
ualized approach to this behavior may involve temporary 
separation from the work program. Automatic return fol¬ 
lowing suspension may be a basic feature of the worker s 
IWRP, or staff deliberation may be required to determine 
the disposition of the worker's continued participation. 
In all cases, suspension is to be used only in grave sit¬ 
uations involving serious violations of safety rules or 
the rights of others. It is to be considered a methodo¬ 
logical part of an active, ongoing program rather than a 
punitive measure as an end in itself. 
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Termination. The accumulative effects of repeated 
necessary suspension may give rise to the question of the 
appropriateness of a worker for the program. However/ in 
and of themselves, suspensions, either brief or lengthy, 
do not necessarily lead to ultimate termination. The only 
legitimate cause for termination of a worker from the 
I.C.E. program is the establishment of clear evidence that 
a worker no longer meets the minimal entry-level criteria 
of motivation or self-control. In most cases, self-ter¬ 
mination or non-participation results from a lack of nec¬ 
essary motivation, while staff imposed termination would 
more often be initiated if a worker's behavior posed ser¬ 
ious threats to the safety and well-being of others. Sus¬ 
pension and/or termination will always be viewed as a last 
resort. 
In conclusion, it is important to note the agency's 
clear commitment to reopening its services to any worker 
who demonstrates renewed compliance with entry-level cri¬ 
teria regardless of the course of past involvements with 
I.C.E. 
Checks and balances. In order to insure the maximum ben¬ 
efit to workers, vocational programs are often divided 
into two separate departments--production and rehabilita- 
Each department has total responsibility for the tion. 
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manner in which its area affects the workers' participa¬ 
tion and progress. While this arrangement sometimes pre¬ 
sents a challenge to organizations because of the competi¬ 
tive tension which arises between personnel from the two 
departments, I.C.E. views this tension as a positive asset 
to be constructively channeled for the benefit of the con¬ 
sumer. In fact, the existence of this creative tension is 
encouraged as the foundation of the system of checks and 
balances between the methodologies by which each depart¬ 
ment pursues a common goal--i.e., to produce successful 
vocational rehabilitation outcomes for all workers of 
I.C.E. 
One of the major examples of this checks and balances 
system centers around the method by which an individual¬ 
ized program is developed for each worker. Utilizing live 
work and vocationally-related activities as the "mate¬ 
rials" and the Individual Written Rehabilitation Plan as 
the "directions," a result is created which is a worker 
who has overcome previously exhibited barriers to indepen¬ 
dent employment. 
The Production Department provides realistic work as 
a standard medium and the work situation is used to maxi¬ 
mize the worker's capabilities through the written objec 
tive of the IWRP, developed by the Rehabilitation Depart- 
Once the needs of the worker have been determined men t. 
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and evaluated/ the goals and objectives are agreed upon 
by all involved staff, internal and external to the agen¬ 
cy. Methods are devised by the Rehabilitation Department 
staff which are designed to bring about the desired out¬ 
comes. 
The pattern of dissemination incorporates the impli¬ 
cit accountability for all personnel involved and is exem¬ 
plified by the model below (Figure 8). 
As indicated by the diagram, acceptance must be 
achieved prior to implementation, but if rejection occurs, 
the burden of revision falls upon the Rehabilitation De¬ 
partment to provide an acceptable plan. However, once a 
plan is accepted, those staff assigned to implementation 
will be expected to carry out and report on the methods 
designed so as to bring about the desired outcomes. Final 
approval and acceptance, of course, rests with the worker, 
whose cooperation and investment in the rehabilitative 
process is of utmost importance, and completes the cycle 
of checks and balances. 
Note: A comprehensive mini goals check list which is used 
with the I.C.E. model is included as an appendix to this 
dissertation. 
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Piguce a 
FLOW CHART FOR DEVELOPMENT OF IWRP 
B. Evaluation 
In this study we have examined the traditional shel¬ 
tered workshop and suggested that a more integrated, more 
dynamic model is necessary to more effectively restore 
mentally disabled people to fuller lives. Whereas the 
increased integration levels are somewhat self-evident in 
the model and whereas certain summative and formative 
evaluation methods will be required by funding and ac¬ 
crediting bodies, we seek here to compare the model with 
its more traditional counterpart from the perspective of 
certain performance levels among participants, i.e. pro¬ 
ductivity, income and participation (attendance) levels. 
Generally, it is suggested through twelve null hy¬ 
potheses that clients in the more integrated model will 
report no significantly lesser or greater performance than 
their more isolated counterparts in workshops. It is fur¬ 
ther suggested in the hypotheses that outcomes will not be 
influenced by disability, i.e. whether or not the client 
is labelled mentally retarded or mentally ill. 
Productivity, income and attendance data for 60 cli¬ 
ents were assembled using existing uniformly collected re 
ports for clients participating in both models. A quasi- 
experimental design using pre- and post-measurements for 
experimental and control groups was employed. Groups were 
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50% mentally retarded and 50% mentally ill. 
In establishing pre- and post-scores in the areas of 
productivity, income and attendance a period of six months 
was used as a base for computing an average individual 
score in both pre- and post-cases. 
Twelve null hypotheses were tested examining the mean 
scores in one model versus another. Pre tests were con¬ 
ducted to establish the similarity of groups in the areas 
of productivity, income and attendance, but acceptance or 
rejection of hypotheses are based on post-test scores. 
Although hypotheses are accepted or rejected on the 
basis of post-test mean scores, an analysis of gain scores 
is also conducted. This allows for some limited forecast¬ 
ing regarding tendencies that might ultimately lead to 
significant differences in mean scores (this analysis will 
provide a potent basis for further study). T tests were 
used in each case and the alpha is set at .05. 
The sample. Table 1 provides descriptive characteristics 
of the study sample. The entire sample is made up of 32 
males (53.3%) and 28 females (46.7%). Stratification pro¬ 
duced 50% mentally ill and 50% mentally retarded. Slight¬ 
ly more than half (51.7%) of the group fall between 30 and 
50 years of age with the remainder relatively equally dis¬ 
tributed above and below (25% above and 23.3% below). 
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Table 1 
DESCRIPTIVE CHARACTERISTICS OF STUDY SAMPLE 
Mentally Mentally 
Ill Retarded Total % 
Cont. Exp. Cont. Exp. 
Sex: 
M 8 7 
F 7 8 
Totals 15 15 
8 9 
7 6 
15 15 
32 53.3 
28 46.7 
60 100.0 
Age: 
< 30 
30-50 
51-65 
Totals 
3 1 
8 10 
4 4 
15 15 
4 
7 
4 
15 
7 
6 
2 
15 
15 25.0 
31 51.7 
14 23.3 
60 100.0 
Years in 
A Sheltered 
Work 
Program: 
<3 7 
3-5 3 
>5 5 
Totals 15 
11 11 11 40 66.7 
2 3 4 12 20.0 
2 1 0 8 13.3 
15 15 15 60 100.0 
Open 
Employment 
Experience: 
5 5 
4 6 
1 3 
5 1 
15 15 
0 Yrs. 
1-2 
3-5 
> 5 
Totals 
14 
1 
0 
0 
15 
9 
5 
0 
1 
15 
33 55.0 
16 26.7 
4 6.6 
7 11.7 
60 100.0 
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All participants had spent time in a sheltered work¬ 
shop with the experimental group moving into the industry 
based program upon the termination of their workshop fa¬ 
cility. Only a small percentage of the clients in the 
study (13.3%) had spent more than five (5) years in a 
sheltered workshop with the preponaerance of the sample 
(66.7%) having a sheltered work experience of under three 
(3) years. The remaining 20% had a 3-5 year workshop ex¬ 
perience. These figures appear to correlate with certain 
stages in community program funding as a result of Massa¬ 
chusetts consent decrees. 
More than half the sample (55%) had no competitive 
(open) employment experience. Cf the 33 individuals com¬ 
prising that statistic, 23 were mentally retarded. The 
majority (66%) of the mentally ill clients, unlike their 
mentally retarded peers, did have some competitive employ¬ 
ment experience. 
Tables 2, 3 and 4 portray group pre-test mean scores 
with t-tests in the dependent variable areas of produc¬ 
tion, income and attendance. With an alpha at .05 there 
are no significant differences between either experimental 
and control groups or either disability groups at pre-test 
in any of the areas. 
Testing Hypothesis 1. Hypothesis 1 states that there is 
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Table 2 
COMPARISON OF GROUPS ON PRODUCTIVITY 
MEAN SCORES PRE-TEST 
Groups N Mean S.D. T- Value 
Degrees 
of 
Freedom 
P 
Control M.l 15 33.53 18.27 -.07 28 .942* 
Exp. M.l 15 34.01 18.28 
Control M.R 15 32.68 8.46 -.10 22.43 .918* 
Exp. M.R 15 33.13 14.62 
Control M.l 15 33.53 18.27 .16 19.74 .871* 
Control M.R 15 32.68 8.46 
Exp. M.l 15 34.01 18.28 .15 26.71 .884* 
Exp. M.R 15 33.13 14.62 
*Not significant at the .05 level of significance. 
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Table 3 
COMPARISON OF GROUPS ON INCOME 
MEAN SCORES PRE-TEST 
T- Degrees Groups N Mean S.D. Value of Freedom 
P 
Control M. 1 15 19.80 13.54 .66 26.02 .517* 
Exp. M. 1 15 16.93 10.20 
Control M. , R 15 16.17 5.16 -.62 19.89 .542* 
Exp. M. , R 15 18.12 10.99 
Control M. .1 15 19.80 13.54 .97 17.99 .345* 
Control M. • R 15 16.17 5.16 
Exp. M, .1 15 16.93 10.20 -.31 27.85 .762* 
Exp. M .R 15 18.12 10.99 
*Not significant at the .05 level of significance. 
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Table 4 
COMPARISON OF GROUPS ON ATTENDANCE 
MEAN SCORES PRE-TEST 
Groups N Mean S.D. T- 
Value 
Degrees 
of 
Freedom 
P 
Control M.l 15 16.56 4.27 .39 24.75 .696* 
Exp. M.l 15 15.79 6.24 
Control M.R 15 14.73 3.22 -.47 20.99 .647* 
Exp. M.R 15 15.57 6.22 
Control M.l 15 16.56 4.27 1.33 26.04 .196* 
Control M.R 15 14.73 3.22 
Exp. M.l 15 15.79 6.24 .10 28 .924* 
Exp. M.R 15 15.58 6.22 
*Not significant at the .05 level of significance. 
no significant difference in productivity mean scores be¬ 
tween mentally ill clients in sheltered workshops and men¬ 
tally ill clients in the ICE model. Table 5 presents re¬ 
sults of a t-test of post-test mean productivity scores 
for control and experimental mentally ill groups. The 
test reflected an 8.14 points difference in the mean of 
both group (as compared to a .48 of a point at pre-test). 
Nevertheless, this difference had a t-value of -1.19 with 
27.52 degrees of freedom and an alpha of .244--much too 
large to indicate significance. Therefore, Hypothesis 1, 
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stating that no difference exists, is accepted. 
Table 5 
PRODUCTIVITY POST-TEST MEAN SCORES 
FOR M.l CONTROL & EXPERIMENTAL GROUPS 
Group N Mean S.D. 
Degrees 
„ . of Value Freedom 
Two- 
Tail 
P 
Control 15 33.80 17.53 
-1.19 27.52 . 244* 
Exp. 15 41.94 20.04 
*Not significant at the .05 level. 
Testing Hypothesis 2. Hypothesis 2 states that there is 
no significant difference in earnings mean scores between 
mentally ill clients in sheltered workshops and mentally 
ill clients in the ICE model. Table 6 presents a t-test 
carried out on post-test mean earnings for control and 
experimental groups. Reflected is a 5.59 point increase 
for the experimental group over pre-test compared to a .49 
of a point reduction for the control group. This produces 
a post-test difference of 3.51 points favoring the experi¬ 
mental group. A 5-value for this score of -.58 with 27.65 
degrees of freedom has an alpha of .564. Therefore, no 
significant difference is found to exist. Hypothesis 2 
is accepted. 
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Table 6 
INCOME/EARNINGS POST-TEST MEAN SCORES 
FOR M.l CONTROL & EXPERIMENTAL GROUPS 
Group N Mean S.D. T- 
Value 
Degrees 
of 
Freedom 
Two- 
Tail 
P 
Control 15 19.31 14.17 
Exp. 15 22.52 15.84 
-.58 27.65 .564* 
*No t significant at the .05 level. 
Testing Hypothesis 3. Hypothesis 3 states that there is 
no significant difference in attendance absenteeism mean 
scores between mentally ill clients in sheltered workshops 
and mentally ill clients in the ICE model. Table 7 shows 
the post-test mean scores t-test for experimental and con¬ 
trol mentally ill groups in the area of attendance. A 
1.97 point difference exists in favor of the experimental 
group reflecting an increase since post test of 1.63 
points for the experimental group as compared to a reduc¬ 
tion of 1.11 points for the control group. At post-test, 
however, the mean score difference between groups of 1.97 
was found to be insignificant. With a t-value of -.95 
and with 25.58 d.f., the alpha is .351. Hypothesis 3 is 
accepted. 
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Table 7 
ATTENDANCE POST-TEST MEAN SCORES FOR 
M.l CONTROL & EXPERIMENTAL GROUPS 
Group N Mean S.D. T- 
Value 
Degrees 
of 
Freedom 
Two- 
Tail 
P 
Control 15 15.45 4.73 
-.95 25.58 .351* 
Exp. 15 17.42 6.50 
*Not significant at the .05 level. 
Testing Hypothesis 4. Hypothesis 4 states that there is 
no significant difference in work productivity mean scores 
between mentally retarded clients in sheltered workshops 
and mentally retarded clients in the ICE model. Table 8 
shows the post-test mean scores t-test for experimental 
and control mentally retarded groups on productivity 
rates. A large gain of 11 points is noted over pre-test 
for the experimental group with a small gain of .19 of a 
point for the control group. The difference in mean 
scores at post-test is actually 11.26 points. Although 
this major difference exists with a t-value of -2.03, it 
is just outside the parameters of our level of confidence. 
The alpha is .055 and Hypothesis 4 is accepted. 
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Table 8 
PRODUCTIVITY POST-TEST MEAN SCORES 
FOR M.R i CONTROL & EXPERIMENTAL GROUPS 
Group N Mean S.D. Value 
Degrees 
of 
Freedom 
Two- 
Tail 
P 
Control 15 32.87 10.55 
-2.03 22.07 .055* 
Exp. 15 44.13 18.72 
*Not significant at . the .05 level. 
Testing Hypothesis 5. Hypothesis 5 states that there is 
no significant difference in earnings mean scores between 
mentally retarded clients in sheltered workshops and men- 
tally retarded clients in the ICE model. Table 9 shows 
the post-test mean scores t-test for experimental and con¬ 
trol mentally retarded groups on earnings/income rates. 
The control group shows a .93 of a point increase versus 
an 8.15 points increase for the experimental group. The 
difference at post-test between the groups is 9.17. The 
t-value is -2.68 with 25.42 degrees of freedom. The hypo¬ 
thesis is rejected at the .013 confidence level. 
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Table 9 
EARNINGS/INCOME POST-TEST MEAN SCORES 
FOR M.R CONTROL & EXPERIMENTAL GROUPS 
Group N Mean S.D. 
T_ Degrees 
Value of Freedom 
Two- 
Tail 
P 
Control 15 17.10 7.72 
Exp. 15 26.27 10.74 
-2.68 25.42 .013* 
*Significant at the .013 level. 
Testing Hypothesis 6. Hypothesis 6 states that there is 
no significant difference in attendance/absenteeism mean 
scores between mentally retarded clients in sheltered 
workshops and mentally retarded clients in the ICE model. 
Table 10 shows the post-test mean scores t-test for exper¬ 
imental and control mentally retarded groups on attendance 
ratings. A small increase (.04 of a point) is recorded 
on pre-test for the control group while a 2 point increase 
is recorded for the experimental group. At post-test 
there is a difference in attendance mean scores, favoring 
the experimental group, of 2.44. The table shows a t-val- 
ue of -1.56, 23.26 degrees of freedom and an alpha of .133 
(substantially beyond the .05 level), therefore the hypo¬ 
thesis of no difference is accepted. 
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Table 10 
ATTENDANCE POST-TEST MEAN SCORES 
FOR M.R CONTROL & EXPERIMENTAL GROUPS 
Group N Mean S.D. Value 
Degrees 
of 
Freedom 
Two- 
Tail 
P 
Control 15 15.13 3.17 
-1.56 23.26 .133* 
Exp. 15 17.57 5.16 
*Not significant at . the .05 level. 
Testing Hypothesis 7. Hypothesis 7 states that there is 
no significant difference in productivity mean scores be- 
tween mentally ill clients in the sheltered workshop and 
mentally retarded clients in the sheltered workshop. 
Table 11 shows the post-test mean scores t-test for men¬ 
tally ill and mentally retarded groups in sheltered work¬ 
shops on production ratings. Mean scores at pre-test were 
not significantly different. Almost no change was re¬ 
corded for control group at post-test, only .27 of a point 
for the M.l group and .19 of a point for the M.R. group. 
At post-test the groups retained their equivalency with a 
difference of only .93 of a point. With t-value at .18 
and 22.96 degrees of freedom, the alpha was up at .861. 
Clearly, Hypothesis 7 was accepted. The further relevance 
of this score is discussed in the later section dealing 
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with gain scores. 
Table 11 
PRODUCTIVITY POST-TEST MEAN SCORES 
FOR M.I AND M.R CONTROL & EXPERIMENTAL GROUPS 
Group N Mean S.D. T- Value 
Degrees 
of 
Freedom 
Two- 
Tail 
P 
M.I Control 15 33.80 17.53 
.18 22.96 .961* 
M.R Control 15 32.87 10.55 
*Not significant at the .05 level. 
Testing Hypothesis 8. Hypothesis 8 states that there is 
no significant difference in earnings mean scores between 
mentally ill clients in the sheltered workshop and men¬ 
tally retarded clients in the sheltered workshop. Table 
12 shows the post-test mean scores t-test for mentally ill 
and mentally retarded groups in sheltered workshops on 
earnings ratings. At pre-test a 3.63 point difference 
between the groups wasnot found significantly different 
at the .05 level of significance; post-test scores showed 
little change with a 2.21 difference in the groups' mean 
scores. The M.I group decreased by .49 of a point while 
the M.R. group increased by an insignificant .93 of a 
point. The 2.21 point difference at post-test produced a 
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t-value of .53 and an alpha of .601. The gain scores will 
also be shown later as insignificant. Hypothesis 8 is 
accepted. 
Table 12 
EARNINGS PCST-TEST MEAN SCORES 
FOR M.I AND M.R CONTROL & EXPERIMENTAL GROUPS 
Group N Miean S.D. T- 
Value 
Degrees 
of 
Freedom 
Two- 
Tail 
P 
M.I. Control 15 19.31 14.17 
.53 21.64 .601* 
M.R. Control 15 17.10 7.23 
*No t significant at the .05 level. 
Testing Hypothesis 9. Hypothesis 9 states that there is 
no significant difference in i attendance/absenteeism mean 
scores between mentally ill clients in the sheltered work- 
shop and mentally retarded clients in the sheltered work- 
shop. Table 13 shows the post-test mean scores t-test for 
mentally ill and mentally retarded groups in sheltered 
workshops on absenteeism ratings. At post-test there is 
only .32 of a point difference in the means of these two 
groups on attendance scores. This constitutes a small but 
insignificant closing of the gap since pre-test where a 
1.83 point difference existed. The gap lessened mainly 
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through a small (1.11 points) decrease in the mean atten¬ 
dance of the M.I. group. Hypothesis 9 suggests that no 
significant difference exists in groups at the .05 level 
of confidence; the t-test for .32 is .21 with 24.47 de¬ 
grees of freedom, so with a very high alpha of .835 Hypo¬ 
thesis 8 is clearly accepted. 
Table 13 
ATTENDANCE PCST-TEST MEAN SCORES 
FOR M.I AND M.R CONTROL & EXPERIMENTAL GROUPS 
Group N Mean S.D. T- Value 
Degrees 
of 
Freedom 
Two- 
Tail 
P 
Control M.I 15 15.45 4.73 
.21 24.47 .835* 
Control M.R 15 15.13 3.17 
*Not significant at the .05 level. 
Testing Hypothesis 10. Hypothesis 10 suggests that there 
is no significant difference in productivity mean scores 
between mentally ill clients in the ICE model and mentally 
retarded clients in the ICE model. Table 14 provides the 
post-test mean scores t-test for mentally ill clients in 
the ICE model and mentally retarded clients in the ICE 
model. A review of Table 2 will provide more information 
of the kind noticed for earlier reports on these experi- 
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mental groups: an abundance of increase in gain scores. 
The M.I experimental group gained a total of 7.97 points 
while the M.R. group gained a full 11 points. Vve will 
comment both on the significance of this gain in relation 
to the control groups. However, the hypothesis being 
tested here is not in reference to gain scores. in fact, 
we find, as the hypothesis suggests, that the difference 
between the group is insignificant. Actually, both groups 
retained their pre-test equivalency by increasing signifi¬ 
cantly in the area of productivity; although the M.R. gain 
was larger by 3.1 points, this did not lead to a finding 
of significant difference between the groups at post-test. 
Their 2.15 point difference in means produced a t-value of 
-.30 and with 27.87 degrees of freedom, an alpha of .764. 
Hypothesis 10 is accepted. 
Table 14 
PRODUCTIVITY POST-TEST MEAN SCORES 
FOR M.I AND M.R CONTROL & EXPERIMENTAL GROUPS 
Group N Mean S.D. T- Value 
Degrees 
of 
Freedom 
Two- 
Tail 
P 
Exp. M.I 15 41.98 20.04 
-.30 27.87 .764* 
Exp. M.R 15 44.13 18.72 
*Not significant at the .05 level. 
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Testing Hypothesis 11. Hypothesis 11 states that there 
is no significant difference in earnings mean scores be¬ 
tween mentally ill clients in the ICE model and mentally 
retarded clients in the ICE model. Table 15 presents the 
earnings post-test mean scores t-test for mentally ill 
clients and mentally retarded clients in the ICE model. 
Unsurprisingly, an increase over pre-test is noted in 
earnings for both groups which is, of course, compatible 
with their increase in productivity. Given even the min¬ 
imal increase in attendance for the groups (which we will 
discuss with reference to Hypothesis 12), one would have 
expected a greater increase in earnings. Increased pro¬ 
ductivity and increased attendance should being double 
force to impact earnings. Our scores do not reflect this 
outcome. Obviously, the rates of pay per hour or some 
other element of the individual earnings equation was 
changed and not to the client's benefit. Here we are, 
however, not testing Hypothesis 11 on gain scores, but on 
actual differences in the post-test means. The 3.75 
points difference favoring the M.R. group was not found 
to be significant. The t-test in Table 15 shows a t-value 
of -.76, 24.62 degrees of freedom and an alpha of .455 
which is not at all significant within our .05 level of 
confidence. Hypothesis 11 stating that no difference 
exists is clearly accepted. 
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Table 15 
EARNINGS POST-TEST MEAN SCORES 
FOR M.I AND M.R. EXPERIMENTAL GROUPS 
Group N Mean S.D. T- 
Value 
Degrees 
of 
Freedom 
Two- 
Tail 
P 
Exp. M.I 15 22.52 15.85 
Exp. M.R. 15 26.27 10.74 
-.76 24.62 .455* 
*Not significant at the .05 level. 
Testing Hypothesis 12. Hypothesis 12 states that there is 
no significant difference in attendance/absenteeism mean 
scores between mentally ill clients in the ICE model and 
mentally retarded clients in the ICE model. Table 16 pro¬ 
vides an attendance post-test mean scores t-test for men¬ 
tally ill and mentally retarded clients in the ICE model. 
Groups are presented as almost perfectly equal at both 
pre- and post-test. In this case the gain scores will 
also be reflected as not significant. This area will bear 
more specific discussion later in that attendance appears 
to be the only area where a substantial gain does not take 
place consistently for the experimental groups in this 
evaluative study. The t-value for the difference in 
groups is -.07 with 26.63 degrees of freedom and an alpha 
of .944. Hypothesis 12 is accepted. 
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Table 16 
ATTENDANCE POST-TEST MEAN SCORES 
FOR M.I AND M.R. EXPERIMENTAL GROUPS 
Group N Mean S.D. T- Value 
Degrees 
of 
Freedom 
Two- 
Tail 
P 
Exp. M.I 15 17.42 6.50 
-.07 26.63 .944* 
Exp. M.R 15 17.57 5.17 
*Not significant at the .05 level. 
Gain Scores. Although all hypotheses have been accepted 
or rejected at this point, it seems necessary to undertake 
some limited further examination of the data pertaining to 
changes between pre- and post-tests. These statistics are 
not contributing to our tests of the 12 hypotheses. How¬ 
ever, they may carry an enormous weight in terms of a 
fuller evaluation of the ICE model. In effect we have 
produced the seeds of an additional study that takes ac¬ 
count of the concept of a growing mean for experimental 
groups. If, in fact, no or only limited change exists 
now between the groups but a highly significant gain has 
been detected since pre-test, can one expect this change, 
if it maintains its momentum, to eventually lead to suffi 
ciently increased scores to produce a significant differ¬ 
ence? From an evaluation perspective, the gain scores 
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reflect very positively on the model and suggest that a 
number of the null hypotheses accepted here might be re¬ 
jected at a later date. Since the gain scores will figure 
in our review of Chapter IV and in more detail in our dis¬ 
cussions in Chapter V, they are included here in Tables 
17 , 18 , 19/ and 20 . 
Review of Chapter IV 
The model. This chapter has presented an alternative 
model to the traditional sheltered workshop. It is a com¬ 
petency-based model with 5 vocational and 2 pre-vocational 
levels. Each level has a set of performance criteria in 
three categories which must generally be mastered before 
movement to a higher level is possible. The three cate¬ 
gories are: psycho-social, functional, education and work 
skills. Specific criteria not mastered become the focus 
of an individualized plan. Clients enter the continuum 
at a level based on their performance scores against a 
standardized checklist. Clients may enter at any level 
suitable to their level of functioning in the three cate¬ 
gories mentioned and may plateau in long-term, sheltered 
work at a level below competitive employment (Level V). 
All vocational levels are located within industries 
and clients are not congregated in groups of more than 8 
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to 10 with groups reducing to individual slots in industry 
as one ascends the continuum. Staff are either program 
or production in their orientation and staffing ratios are 
presented for each level. The model has been developed by 
Incentive Community Enterprises in Western Massachusetts 
and has already been implemented as an alternative to the 
former workshop programs of the agency. 
Evaluation. Since most vocational agencies are subject 
to a variety of reviews and evaluations, the ICE voca¬ 
tional continuum will ultimately be subjected to many of 
the traditional evaluation methodologies required by ac¬ 
crediting and funding agencies. The author has, however, 
concluded that as a first evaluation approach the model 
should be tested against the traditional workshop. Can 
this apparently more dynamic, certainly more integrated 
model match the workshop at least in those key areas re¬ 
lated to the world of work: productivity, income and 
attendance? 
Twelve null hypotheses were presented suggesting that 
no differences existed between clients in either model on 
the productivity, income and attendance areas and that 
further, no differences existed between mentally ill and 
mentally retarded clients in either model in the areas of 
productivity, income and attendance. A quasi experimental 
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design was used with a pre-test confirming that groups 
were indeed similar at the outset. 
Post-test scores were obtained and t-tests were con¬ 
ducted on the means in each of the three areas under scru¬ 
tiny. The confidence level was set at .05. Results re¬ 
flected that experiemental (ICE model) groups had in¬ 
creased their performance in every area tested while con¬ 
trol groups (workshop) generally maintained their pre-test 
mean. Nevertheless, only one of the 12 hypotheses were 
rejected; a test of Hypothesis 5 reflected a significant 
difference at the .013 confidence level between the work¬ 
shop's mentally retarded group and the ICE model's men¬ 
tally retarded group in earnings mean scores. The same 
two groups were compared in the area of productivity for 
Hypothesis 4, and although the confidence level was not 
sufficient to reject the hypothesis, it was in fact mar¬ 
ginal (.055) as a substantial difference did in fact 
emerge. 
An analysis of gain scores was carried out and a 
t-test produced evidence not pertaining to the hypothesis, 
but of immense impact for further examination of the ICE 
model. The analysis of gain scores reflected a signifi¬ 
cant (better than .05 level of confidence) difference in 
the gain scores of experimental and control groups in the 
areas of production levels and earnings. The significant 
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difference was found to exist between the gain scores of 
either disability group in either the control or experi¬ 
mental setting. 
Considering the acceptance of eleven out of the 
twelve null hypotheses, evidencing the absence of a sig¬ 
nificant difference in groups, and the simultaneous highly 
significant difference in gain scores for the experimental 
group, one must conclude that while a significant differ¬ 
ence does not now exist, if the magnitude of gain is main¬ 
tained, then further testing after additional exposure to 
the model might indeed find more significance. On the 
other hand, is the gain attributable in any way to inter¬ 
nal validity problems, perhaps a Hawthorne effect? One 
way or another, the findings beg for further study. 
CHAPTER V 
DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS 
Discussion 
In this study the author has presented an alterna¬ 
tive model to the traditional community rehabilitation 
center--the sheltered workshop. A review of the litera¬ 
ture reflected a history of negative attitudes toward 
mentally handicapped people culminating in institutional¬ 
ization and segregation; workshops are identified as a 
continuation of society's rejection. The new model — the 
I.C.E. vocational continuum--seeks to provide work ser¬ 
vices in integrated settings and on a more dynamic basis 
than workshops. The model is presented in detail showing 
its competency-based approach in programming as well as 
its innovative environmental arrangements: a range of 
graduated sheltered worksites located within industries. 
Although the I.C.E. model must yield to a number of 
traditional funding agency and accreditation bodies' 
evaluation systems, here the new model was compared with 
its traditional counterpart, the workshop, on certain key 
areas important in the real world of work: production 
levels, income levels for participants as well as atten- 
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dance (participation) levels. 
A quasi-experimental design was employed and twelve 
hypotheses were tested. No significant differences were 
hypothesized between: 
1. Mentally ill clients in the I.C.E. model and 
mentally ill clients in workshops in the following areas: 
productivity, income and attendance. 
2. Mentally retarded clients in the I.C.E. model 
and mentally retarded clients in workshops in the follow¬ 
ing areas: productivity, income and attendance. 
3. Mentally ill clients in the I.C.E. model and 
mentally retarded clients in the I.C.E. model in the 
following areas: productivity, income and attendance. 
4. Mentally ill clients in the sheltered workshop 
and mentally retarded clients in the sheltered workshop 
in the following areas: productivity, income and atten¬ 
dance . 
Two experimental (MI & MR) and two control groups 
were identified. Although groups were not randomly as¬ 
signed and therefore considered non-equivalent (Campbell 
& Stanley, 1963), a strong similarity existed in both 
demographic data and pre-test scoring. Stratification 
was used to gain equivalency on disability. Existing 
records and data were accessed in a highly confidential 
manner. Mean scores were assembled for experimental and 
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control groups and subjected to a t-test to evaluate the 
difference in the 3 dependent variables. An alpha of 
.05 was applied for each hypothesis. A significant dif¬ 
ference at the .013 level of confidence was found in 
earnings mean scores between mentally retarded clients 
in workshop and mentally retarded clients in the I.C.E. 
model. The difference favored the I.C.E. model. Hypo¬ 
thesis 5 was rejected. 
A major difference was also found between production 
scores for the same two groups, also favoring the I.C.E. 
model; however, with its alpha at .055, it fell just out¬ 
side the established level and so Hypothesis 4 was not 
rejected. 
All hypotheses, with the exception of #5, were ac¬ 
cepted. In spite of the acceptance of eleven out of 12 
null hypotheses, some high (though not statistically sig¬ 
nificant) mean point differences between groups were 
noted. In the area of productivity, participants in the 
I.C.E. model scored an average of 9.25 points higher on 
post-test than their peers in the control group. In 
earnings this figure was 6.65 again in favor of the 
experimental group. 
In attendance scores any difference is almost absent 
with only an average of 1.40 points between the means, 
but still favoring the experimental groups. At pre-test, 
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these areas were found to be not significantly different 
at the .05 level and an examination of the tables reflect 
a miniscule (revolving in the 1 point area) average dif¬ 
ference in actual means point ratings. The only excep¬ 
tion to this favors the control M.I group with an income 
mean difference between groups of 2.8. 
All hypotheses concerning primary disability as a 
variable were accepted. Neither the workshop experience 
nor the more integrated model experience had significant¬ 
ly different results for the mentally ill groups compared 
to the mentally retarded groups. An analysis of gain 
scores confirmed this latter result further. Although 
hypotheses were based on actual mean scores, rather than 
gain scores, an analysis of gain scores was also con¬ 
ducted to determine if a less obvious dynamic might be 
at work for groups in either model. Mean score changes 
for experimental and control groups were examined in each 
of the previous hypothesis areas; some highly positive 
results in favor of the experimental model emerged. Ex¬ 
perimental groups exceeded their control counterparts in 
every area and in the areas of production rates and earn¬ 
ings these results were found to be significant within 
the .05 level of confidence. It is particularly inter¬ 
esting to note that the gain for M.R clients in the more 
successful model exceeded that of M.I clients by approx- 
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iraately 50% of M.l gain scores in productivity and earn¬ 
ings; this difference was considered insignificant, how¬ 
ever, with a two-tail probability in the region of .500. 
This experiment needs to be replicated using a larger 
sample to possibly validate some of these more specula¬ 
tive results. 
Conclusions 
This study suggests that sheltered workshop clients 
can be served equally effectively in a less segregated 
environment. Although the data did not test at a highly 
confident level, there are very strong indications that 
a model such as the I.C.E. vocational continuum can in 
fact accomplish better results in key employment areas 
such as productivity levels. These statistics also re¬ 
flect a more productive use of the industrially inte¬ 
grated model by mentally retarded clients, though these 
results were not considered statistically significant. 
The model as presented attempts to take account not only 
of such results as production and earnings. In response 
to evidence of a strong work ethic as demonstrated in 
the literature, the new model provides its consumer with 
a less stigmatized reply to the question of "what do you 
do?" The model allows clients to answer by naming a nor- 
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mal place of business as his or her place of employment. 
Such a response would most certainly be expected to im¬ 
pact the attitude of disabled individuals toward them¬ 
selves in a positive way. Diminished self-worth and 
status, we have noted in earlier chapters, is too often 
the lot of the isolated deinstitutionalized person. In¬ 
creased association with generic, highly valued, institu¬ 
tions in the community is a sine qua non for such indi¬ 
viduals. Options to the less than status filled commun¬ 
ity workshop are more necessary now than ever, given the 
high rate of deinstitutionalization across the U.S. 
Models such as the model examined here must be woven 
into the local industrial fabric of each community. 
The I.C.E. model addresses the work needs of the 
entire spectrum of mentally handicapped clients, from 
those with severe handicapping conditions in need of 
prevocational services, to clients who are on the verge 
of competitive placement at the continuum's highest 
level. Indeed, many of the less disabled clients might 
have the good fortune of gaining real work opportunities 
without the assistance of any program, however, there 
can be no doubt that the absence of such a model as is 
presented here relegates the more severely handicapped 
worker to a life of isolation in the sheltered shop. 
Another positive aspect of the model relates to its 
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role in changing the perceptions of members of our com¬ 
munities, particularly employers, regarding handicapped 
people as workers. As long as sheltered workshops con¬ 
tinue to separate the handicapped worker from the work¬ 
place, employers will live under the illusion that s/he 
is incapable of even the simplest tasks. The actual 
presence of individuals and groups of industrious handi¬ 
capped workers in our business centers must have a major 
impact on the attitudes of employers and the public at 
large. The presence of these capable workers will serve 
to lessen the barriers to those who will follows. 
The author's approach to evaluation of the I.C.E. 
model focuses mainly on worker performance areas which 
would tend to improve the handicapped workers' self-per- 
ception; what of the external values (not client center¬ 
ed) of this model? The vocational rehabilitation move¬ 
ment is currently besieged by the cost counting periph¬ 
eral intervention of economists and government agencies 
who are attempting to reduce spending on handicapped 
people. For example, the Social Security Administration 
is seeking demonstration projects to show how transi¬ 
tional employment programs might reduce 551 payments 
through increased client earnings. In Massachusetts, 
the Massachusetts Rehabilitation Commission and the Bay 
State Skills Corporation, which funds supported work 
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programs, are engaged in cost-benefit studies. If such 
an analysis were carried out on the I.C.E. model it would 
be expected to score well on the basis of the gain scores 
for income as reported here. In addition to its contri¬ 
bution to the individual, then then I.C.E. model has the 
capacity for reducing the cost of public support of han¬ 
dicapped adults. 
Although the study does not deal with comparative 
costs, it is of interest to note that Incentive Community 
Enterprises spends, on the average, the same amount of 
money per capita on clients in the experimental model as 
on the traditional model. 
The author is heartened that the I.C.E. model is 
economically competitive, however, the primary impact of 
the model presented is not meant for society, but for the 
individual. The history, as presented in this disserta¬ 
tion, shows how handicapped people suffered the results 
of programs "for society": institutions were developed 
to serve society; they have done little to serve the 
individual. Sheltered workshops evolved from a work- 
house philosophy based on the fallacious economic argu¬ 
ments currently espoused by many in the rehabilitation 
movement. (These arguments are fallacious since they 
presume (a) full employment, (b) that many of the less 
handicapped clients would not have ended up working even 
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if no program helped, (c) that there is a primary social 
value which supersedes the value of what's best for the 
individual.) 
While measuring well even by such economic measures, 
the I.C.E. model first addresses the rights of the indi¬ 
vidual handicapped person: the right to go to work in a 
sound place of employment and the right to have peers in 
the workplace who are not there just because they are 
handicapped. The model recognizes that these rights are 
not lessened proportionately as the severity of the han¬ 
dicap increases--it addresses the need for increased 
program development creativity to deal with the problem. 
A unique aspect of the I.C.E. continuum is its util¬ 
ization of many of the business practices and technolo¬ 
gies of the traditional workshop. The model takes sub¬ 
contract-bidding and other industrial practices pioneered 
and perfected by workshops and uses them in establishing 
a new kind of partnership with industry. Many aspects 
of normalization in human services and many attempts at 
influencing the thinking of providers of workshop ser¬ 
vices have failed due to their lack of any identifiable 
connectedness with the status quo. The I.C.E. model 
evolved from the agency's workshops and its retention of 
what was useful in the traditional model makes it less 
threatening to traditionalists. The model contains ele- 
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ments which workshop proponents understand and support. 
This makes the model an ideal transitional model for 
those organizations currently entrenched in the tradi¬ 
tional camp. Agencies may even choose to initiate par¬ 
ticular I.C.E. levels while attempting to digest the 
thought of a total change. 
Public funding sources and agencies responsible for 
identifying and providing employment services to mentally 
handicapped people must look seriously at such models as 
the I.C.E. vocational continuum. The model is exception¬ 
ally simple and easily replicated in any community with 
even a limited amount of industry. The most poignant 
hidden principle at play in the model's essence is its 
assumption that vocational programs must focus on the 
rehabilitation problem as a basic problem of unemploy¬ 
ment, even for the most severely disabled person. The 
model identifies industry as the locus of solution rather 
than the human service agency itself; employers can les¬ 
sen unemployment problems! The model, often described 
within the I.C.E. organization as a partnership with 
industry suggests that the traditional "treatment model" 
must be replaced with an industry based "employment 
model. " 
One wonders where such an approach as this model 
initiates will lead the rehabilitation movement. Perhaps 
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it will lead to the ultimate solution in which community 
industries will naturally include-in those with mild and 
severe handicaps. If there is a primary role for the 
"human-service entourage," then it must be to prepare a 
methodology whereby this employment-relationship can be 
effected to the benefit of both parties. The I.C.E. 
model presented and tested here must certainly figure as 
an example of one highly significant first step in that 
process. 
Recommendations 
Two major areas are being considered in the concep¬ 
tual emergence of the I.C.E. model beyond its current 
operational level. First, a stage two approach is being 
considered in relation to integration. Worksites are 
being further integrated by reducing numbers of handi¬ 
capped individuals at certain sites and by introducing 
"non-handicapped" workers as peers at most worksites. 
Second, in the area of vocational training, there is a 
growing awareness of the absence of specific job skill 
development at worksites. Methodologies to remedy this 
are currently under consideration and hopefully solutions 
will include creative access to generic training institu¬ 
tions in the community. 
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It is of exceptionally high importance that these 
areas, particularly the vocational skills issue, continue 
to be addressed. Otherwise, the innovativeness and gen¬ 
eral attractiveness of the model (to many hungry for 
options*) may cause some to see it as a new panacea. If 
the model does not allow for skills training, then many 
handicapped people might well be locked into an area 
which is below their capabilities. The model in its 
current form must be seen as step one in the development 
of a true continuum. 
Additional testing of the model must be carried out 
under circumstances where stronger external validity con¬ 
trols can be exerted. Additional study on a more longi¬ 
tudinal basis should be done. The apparent importance of 
gain scores make such a longitudinal study most pressing; 
there may be overwhelming implications just around the 
corner. 
Future studies should increase the sample so that 
at least 100 participants constitute each group; it may 
not be necessary, based on findings here to use separate 
groups for M.I and M.R participants. The larger sample 
groups would provide better opportunity for a more confi- 
*A brief article by the author in a national publi¬ 
cation brought over 100 requests for information and 
assistance in replicating the model. 
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dent result in the areas tested here. 
We have suggested earlier in this study that a vari¬ 
ety of necessary elements for a full life come to indi¬ 
viduals from their status as workers. Even though tests 
on such items as feelings of self-worth, self-concept, 
etc. are difficult to use effectively with a mentally 
handicapped population, there certainly is a case for 
attempting it in relation to the effects of this model. 
If the model is to assist individuals into the real world 
of the workplace, then it must be expected to perform in 
relation to areas away beyond production levels and earn¬ 
ings as mentioned earlier. A study of such areas should 
be conducted on the I.C.E. model. 
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PRODUCTIVITY, INCOME. ABSENTEEISM/ATTENDANCE 
DATA SHEET 
par: 
1. Client # _ 
4. Age: Under 20 
2. Sex: F_ M_ 3. Mari tel Status: M 
21-30 _; 31-40 _; 41-50 _; 51-60 _ 
_: (b) Years in I.C.E. Model 
S _ 
5 61-70 
5. (a) Years in Sheltered Workshop _ 
6. Client is disabled by (a) Mental Retardation 
7. If Mental Retardation, what is level: Mild 
8. If Mental Illness, what is diagnosis? _ 
9. Employment History: 
(a) Years: 0 _; 1 _; 2 _; 3 _ 
Nature of Work Done: 
_ (b) Mental Illness 
Moderate _; Severe 
; 5 
PART II PRE-TEST DATA 
Period Measured 
% Production 
Rate 
Production 
Income 
Attendance 
(Hourly) 
Possible 
Attendance 
| 
* % 1 
Week 1 
Week 2 
Week 3 
Week 4 
Week 5 
Week 6 
Week 7 
Week 8 ) 1 
1 
* 
PART III POST-TEST DATA 
Period Measured 
» Production 
Rate 
Production 
Income 
Attendance 
(Hourly) 
Possible 1 
Attendance 
1 
% ! 
Week 1 
Week 2 
Week 3 
Week 4 
Week 5 
Week 6 
Week 7 
Week 8 
_i 
APPENDIX II 
FORMULA FOR COMPARING THE CLIENT'S 
PRODUCTIVITY WITH THE INDUSTRIAL NORM 
TO ACHIEVE A PRODUCTIVITY RATING 
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COMPARING THE WORKSHOP CLIENT’S PRODUCTIVITY 
wlTh A MOSmAl wMicgfl'Ilti ThE"OPEn lAferiraBxn 
Daily Record of Hours Worked and Units Produced 
Basic to work avaluation Is eha svaluator's ability to compare 
a workshop cllanc's productivity with tha production expected 
of a non-handlcapp«d parson in industry. (For tha purposaa of 
this document, industry is used in a broad Sanaa and is aunt 
to Include all Jobs in tha Labor market—except shaltared es>- 
ployment—and not Just those limited to an industrial, as 
opposed to a domestic or coiarclal setting.) In order to 
make this comparison, tha evaluator must have three places of 
information: 
1. Tha industrial standards for tha Jobs to which tha client 
is assigned. 
2. A dally recording of tha hours tha client worked on each 
Job 
3. The number of units he produced on each Job. (Tha client's 
production is arrived at by subtracting his rejects from 
the total number of units ha produced.) 
The Industrial Standard 
The Industrial Standard states how ouch work a person in indus¬ 
try is expected to produce in a given amount of time. In a 
factory, it is usually stated as units per hour or units per 
day. For the typist it may be words per minute, for the busboy 
or busglrl so many cables cleared off, for the gardners so many 
square yards to be serviced. An Industrial Standard should be 
established for each Job. It is usually arrived at by means 
of time studies of non-handicapped workers after allowances for 
personal time, utilizing a 50-minute hour. There are other 
methods, but this one is more free of errors. 
The Formula for Comparison 
With the Induatiral Standard (IS), the Client's Production (CP), 
snd the Actual Hours the client worked on the Job (AH), one has 
the necessary data for obtaining the percent of industrial stand¬ 
ard at which the client is working, i.e. how the client compares 
with a worker in the regular labor market performing the same 
Job. The following formula is used for obtaining the percentage 
cited above: 
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Client Production (CP) (Tool unlti minus Ul«cti) 
Actu*i Houri on Job (AH) x Industrial Standard (IS) 
In briefer fora, cha formula la: 
CP 
AH x IS X 100 Z IS 
tzaapla: A client is assigned to a job for 5 hours and 
produces 1900 units with 56 raj secs. The indus¬ 
trial standard for the Job la 480 units par hour. 
Stap I: The actual number of hours (AH) cha client worked 
on the job was 5, and the industrial standard (IS) 
is 480. The answer derived from multiplying these 
two figures (5 x 480) is 2400. 
Step II: Client production (CP) is arrived at by taking 
the client's total production (1900) and subtract¬ 
ing the number of rejects (-56). The answer from 
this subtraction (1900 - 56) is 1844. 
Step III: Divide the answer obtained in Step II (1844) by the 
answer obtained in Step 1 (2400). 
.76 
2400/1844. 00 t 
1680 00 The answer may be 
164 00 rounded off to .77 
144 00 
20 00 
Step IV: Multiply the answer from Step III (.77) by 100. 
.77 
x 100 
77.00 
This moves the declsul point over two places to 
the right and provides the percent of industrial 
standard at which the client is working - 77Z. 
IS 
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CLIENT'S DAILY WORK SHEET 
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APPENDIX IV 
ATTENDANCE RECORD 
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RELEASE OF INFORMATION FOR CLIENT 
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AN INDUSTRY-BASED MODEL VS. THE SHELTERED WORKSHOP: 
A RESEARCH PROJECT BY JOSEPH F. CAMPBELL 
MENTAL HEALTH ADMINISTRATION PROGRAM 
HILLS SOUTH BUILDING, U.MASS, AMHERST 
RELEASE OF INFORMATION/CONSENT FORM 
I. The researcher is canparing vocational programs in Western Massachusetts to 
determine if a particular program is more effective in inproving the client's 
standing as a member of the workforce. 
II. The results of this research may influence the philosophy of private and 
state agencies in determining whether or not to use an industrially 
integrated vocational model for mentally handicapped clients. 
III. Since the researcher is canparing productivity, incane, and attendance data, 
and factoring this data by type of model used, there is no need to deal 
directly with any client in conducting the actual research. All information 
needed is available in agency records. 
IV. Any questions regarding this research will be answered immediately. In 
addition to the researcher whose address is available below, Case Managers 
in participating programs are sufficiently informed to answer most questions. 
V. Participants are free to withdraw their consent to use data from their 
records at any time with absolutely no repercussions. 
VI. Participants will receive no special consideration or reward of any kind 
for agreeing to participate in this study; no negative consequences of any 
' kind will accrue to those individuals who refuse to participate. No 
treatment or compensation will be available to any participant who claims 
that physical injury occurred in connection with this research. 
VII. By signing this release, clients are permitting their vocational agency to 
provide the researcher with the following data only: (a) productivity rate, 
(b) income earned figures, (c) attendance/absenteeism record, (d) disability 
diagnosis, (e) age, (f) marital status, (g) length of time in program, and 
(h) work history. 
VIII. This release will not be valid after June 30th, 1964. 
I understand items I thru VIII above clearly and I freely give my permission 
to _._ agency to release the information 
specified in "VII" above to the researcher for use in his study. 
Client Signature Guardian Signature (if applicable) 
Witness Signature 
I have explained this request to the above signed client and s/he appeared to 
understand it fully before signing. 
Vocational Agency Case Manager or Supervisor 
Inquiries to: Joseph P. Campbell, Executive Director 
Incentive Community Enterprises, Inc. 
P.0. Box 810, Northampton, MA 01061 
(413) 584-1460 
APPENDIX VI 
COMPREHENSIVE MINI GOALS CHECK LIST 
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COMPREHENSIVE MINI GOALS CHECK LIST (REVISED) 
FOR PERSONAL AND VOCATIONAL FUNCTIONING LEVEL 
Date Self-Control 
Achievement Pre-Vocational Level I 
Noted 
Behavior does not pose an immediate serious danger to self or others. 
Has exhibited no unprovoked physical assaults for at least one week. 
Has exhibited no unprovoked physical assaults for at least two 
consecutive weeks. 
Has exhibited no unprovoked physical assaults for at least three 
consecutive weeks. 
Has exhibited no unprovoked physical assaults for at least five 
consecutive weeks. 
Has exhibited no unprovoked physical assaults for at least five 
consecutive weeks, for two or more five week periods. 
Pre-Vocational Level II 
Unprovoked physical assault occurs less than once per month. 
No physical assault for three consecutive months. 
No unprovoked verbal outbursts for two consecutive days. 
No unprovoked verbal outbursts for three consecutive days. 
No unprovoked verbal outbursts for five consecutive days. 
No unprovoked verbal outbursts for ten consecutive work days. 
No unprovoked verbal outbursts for at least two ten day periods 
within six weeks. 
Vocational Level I 
Unprovoked verbal outbursts occur less than once per week. 
Willing to seek help regarding behaviors which present barriers to 
employment (eg. substance abuse; stealing). 
Verbal outbursts occur when constructively criticized by staff less 
than five times per week. 
Verbal outbursts occur when constructively criticized by staff less 
than two times per week. 
Verbal outbursts occur when constructively criticized by staff once 
or less in five consecutive days. 
Verbal outbursts occur when constructively criticized by staff once or 
less in ten consecutive working days, four times within a ten week period. 
Vocational Level II 
Actively participating in program to eliminate behavioral barriers 
to employment (eg. substance abuse; stealing) 
Verbal outbursts occur when constructively criticized by staff less 
than once per week. 
Verbal outbursts occur when constructively criticized by staff less 
than twice per month. 
Worker generally tolerates constructive criticism without verbal 
outbursts. 
Worker not provoked by peers more than twice per week 
Worker not provoked by peers more than once per week 
Worker not provoked by peers for at least two consecutive working weeks. 
Worker not provoked by peers for at least a two week period, three times 
during eight week period. 
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Date 
Achievement 
Noted 
Self-Control (Cont'd) 
Vocational Level III 
Verbal outbursts occur when client is mildly provoked by peers less 
than twice per month. 
Worker displays stubborn or passive aggressive behavior less than two 
times per week. 
Worker displays stubborn or passive aggressive behavior less than once 
per week. 
Worker displays stubborn or passive aggressive behavior less than once 
per week for at least a two week period. 
Worker displays stubborn or passive aggressive behavior less than once 
per week for at least a two week period, three times during an eight 
week period. 
Vocational Level IV 
Worker demonstrates stubborn or passive aggressive behavior less than 
twice per month. 
Worker demonstrates stubborn or passive aggressive behavior less thah 
once per month for three consecutive months. 
Worker generally free fran stubborn or passive aggressive behavior. 
Actively cooperates with supervisor and co-workers in work and social 
activities. 
Level of Independence 
Nutrition 
Pre-Vocational Level I 
Can ingest food and liquids orally. 
Can hold utensils in hands. 
Can drink from a cup with assistance. 
Cam participate in feeding process actively. 
Pre-Vocational Level II 
Can feed self (may require same assistance). 
Can feed self without assistance. 
Displays eating habits which are socially acceptable. 
• Vocational Level I 
Can bring lunch to work and eat at appropriate time. 
Will behave appropriately in public eating place. 
Vocational Level II 
Can utilize restaurant services with assistance if necessary. 
Vocational Level III 
Can order meals in restaurant or arrange for lunch independently 
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Date 
Achievement Independence at Work 
Noted Pre-Vocational Level I 
- Capable of remaining unattended (ie. without direct, constant super¬ 
vision) for up to five minutes. 
_ Capable of remaining unattended for up to ten minutes. 
Capable of remaining unattended (without direct supervision) for up 
to thirty minutes. 
Pre-Vocational Level II 
Capable of remaining unattended (without direct supervision) for up 
to thirty minutes. 
Capable of remaining unattended for up to forty-five minutes. 
Capable of remaining unattended for up to one hour. 
If allowed to walk outside work area, can return unassisted. 
Vocational Level I 
Can report to work from short distance (1/4-1/2 mile) unassisted. 
Capable of learning routine route to work with assistance. 
Vocational Level II 
Can report to work from distance of greater than 1/2 mile. 
Vocational Level III 
Can arrange transportation to work with assistance. 
Orientation to Surroundings 
Pre-Vocational Level I 
Does not panic or became lost if out of irranediate familiar surroundings. 
Requires considerable orientation to adapt to unfamiliar surroundings. 
Cooperative to assistance in adapting to unfamiliar surroundings. 
Pre-Vocational Level II 
Capable of adapting readily to unfamiliar surroundings. 
Becomes easily accustomed to a familiar routine. 
Vocational Level I 
Can adapt to different modes of group transportation without becoming 
confused. 
Exhibits no difficulties in adapting to new surroundings or practices. 
Vocational Level II 
Can adhere to a fixed or variable work schedule without constant 
reminders. 
Vocational Level III 
Can be depended upon to adhere to a fixed or variable work schedule. 
Accepts changes in work setting with little resistance. 
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Date 
Achievement Orientation to Surroundings (Cont'd) 
Noted Vocational Level IV 
- Can adjust easily to changes in work setting. 
- Takes initiative to obtain materials when out of work. 
Hygiene 
Pre-Vocational Level I 
- Cooperative to bathing and toileting procedures (when assisted if 
necessary). 
___ Is incontinent less than once per day. 
_ Is incontinent less than three times per week. 
_ Is incontinent less than once in two consecutive weeks. 
____ Is incontinent less than once per month. 
_ Can reliably toilet self without assistance. 
Pre-Vocational Level II 
_ Bathes and washes hair at least weekly. 
_ Does not drool or spit on floor. 
_ Needs reminder about strongly offensive body odors less than twice 
per week. 
_ Needs reminder about offensive body odors less than once every two weeks. 
_ Needs reminder about offensive body odors less than once per month. 
Vocational Level I 
_ Generally free of strongly offensive body odors. 
_ Changes outer clothing at least three times per work week. 
_ Changes outer clothing at least four times per work week. 
_ Wears different or clean clothing every working day. 
Vocational Level II 
_ Clothes are clean, neat, and well fitting. 
_ Worker exhibits mildly offensive body odor or mouth odor less than 
once per week. 
_ Worker exhibits mildly offensive odors less than once per month. 
Vocational Level III 
_ Worker generally free of mildly offensive odors. 
_ Clothes are appropriate for work setting. 
Vocational Level IV 
_ Worker always appears clean, neat and appropriately dressed. 
_ Hair appropriately styled, clothing appropriate to job group. 
Interactions With Others 
Pre-Vocational Level I 
_ Recognizes immediate authority figures. 
_ Is aware of other individuals in immediate surroundings (i.e. looks 
at others, says "hi", etc.). 
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Date 
Achievement Interactions With Others (Cont'd) 
Note<i Pre-Vocational Level I (Cont'd) 
- Usually canpli.es with external controls. 
- Responds non-verbally when addressed (turns head, focusses on other). 
■— Recognizes at least two individuals in routine surroundings. 
Pre-Vocational Level II 
- Person responds when addressed (signing one word or brief answers to 
questions). 
- Is aware of and can identify at least five individuals in routine 
surroundings. 
- Person responds with brief social conversation when addressed. 
Vocational Level I 
- Initiates brief interaction with staff to express needs related to work. 
- Will initiate appropriate social interaction with staff on occasion. 
Vocational Level II 
_ Participates in brief conversation with peers. 
_ wiH participate in moderately lengthed conversation with peers on a 
selective basis. 
Vocational Level III 
Worker will appropriately initiate social conversation with peers on 
occasion. 
Worker will appropriately initiate social conversation with peers on 
a daily basis. 
Is capable of differentiating between appropriate peer interaction and 
appropriate interaction with authority figures. 
Vocational Level IV 
Worker generally pleasant imconversation, polite, and respectful of 
authority figures. 
Capable of handling leisure time in socially acceptable manner. 
Mobility 
Pre-Vocational Level I 
Not bedridden; capable of walking, or riding in wheel chair with 
assistance (human or mechanical if necessary). 
Pre-Vocational Level II 
Can usually walk or ride in wheel chair without human assistance. 
Always walks or rides in wheel chair without human assistance. 
Capable of learning to find a simple destination within a building in 
less than ten assisted trials. 
Capable of finding way to various points in a building in less than 
five assisted trials. 
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Date Mobility (Cont'd) 
Achievement - 
Noted Vocational Level I 
_ Can find way to various points in a building by following directions or 
by simple example. 
_ Is capable of following simple instructions regarding reaching a 
destination, within a quarter mile of a familiar starting point, on 
three out of five trials. 
_ Consistently follows instructions regarding the reaching of a destina¬ 
tion, within a quarter mile of a familiar starting point. 
Vocational Level II 
_ Can use public transportation with assistance if necessary. 
_ Can use public transportation to reach a routine destination without 
assistance, in less than ten repetitions. 
_ Can use public transportation without assistance to reach a routine 
destination, in less than five repetitions. 
_ Can use public transportation to reach a routine destination with 
simple instruction. 
_ Can use public transportation without assistance, to reach an unfamiliar 
destination within a ten mile radius, in less than five repetitions.* 
Vocational Level III 
_ Can use available public transportation without assistance (subject to 
physical constraints). 
_ Ability to sit, stand or comply with job requirements for periods up 
to one half hour. 
_ Capable of arranging for taxi with assistance. 
_ Willing to participate in car pool with fellow workers if appropriate. 
_ Demonstrates understanding of two or more methods of transportation to 
work. 
Vocational Level IV 
Can get to work even if usual mode of transportation is interrupted. 
Ability to sit, stand or comply with job requirements for lengthy 
period (one to two hours). 
Self-Care 
Pre-Vocational Level I 
Will keep appropriate clothing on body when dressed. 
Will accept assistance in dressing (coat, boots, dry or clean clothing) 
if necessary. 
will accept assistance in blowing nose. 
Will accept assistance in menstrual self-care. 
Will participate in blowing own nose. 
Will participate in dressing self in outer clothing. 
Pre-Vocational Level II 
Consistently uses toilet facilities when needed. 
Can blow own nose (subject to physical constraints). 
Capable of self care during menstrual period. 
Can dress self in outer clothing (with assistance if necessary). 
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D*te Self-Care (Cont’d) 
Achievement ~ 
Noted Pre-Vocational Level II (Cont'd) 
_ Can dress self in outer clothing in five out of ten trials without 
assistance. 
_ Can dress self in outer clothing in eight out of ten trials without 
assistance. 
Vocational Level I 
_ Can dress self appropriately without assistance. 
_ Will take medication as prescribed (with reminder if necessary). 
_ Able to conmunicate physical distress. 
_ Will take medication as prescribed, four times or more per week 
without reninder. 
_ Will take medication as prescribed six times per week or more without 
reminder. 
Vocational Level II 
Observes safety precautions when so instructed. 
Will accept assistance in taking non-prescribed medication or 
participating in first aid procedures when appropriate. 
Person demonstrates understanding of his or her weight status, and 
implications for sensible diet. 
Vocational Level III 
Person can take non-prescribed medication independently when appropriate. 
Vocational Level IV 
Person practices simple preventative medicine; tries to maintain sensible 
diet. 
Functional Academics 
Communication Skills 
Pre-Vocational Level I 
Can conmunicate basic needs (with assistance if necessary) verbally or 
non-verbally. 
Can communicate basic needs without assistance, verbally or non-verbally. 
Pre-Vocational Level II 
Can communicate simple ideas verbally or non-verbally; can follow 
simple instructions (eg. "put it on the table", "give it to me", "do 
it again"). 
Will respond to simple questions from staff regarding work related needs. 
Can follow instructions involving two or more commands (eq. "take off 
your coat and hang it on the hook", "put away your tools and push in 
your chair"). 
Vocational Level I 
Will participate in brief social conversation with staff. 
Will comply with simple emergency directions. 
If speaks or signs mainly about bizarre or inappropriate topics, may 
do so with poor quality. 
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Achievement 
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Communication Skills (Cont'd) 
Vocational Level I (Cont'd) 
If speaks or signs mainly about bizarre or inappropriate topics, does 
so with good quality. 
If speaks or signs about irrelevant, immature topics, may do so with 
poor quality. 
If speaks or signs about irrelevant, immature topics, does so with good 
quality. 
Speaks of irrelevant or immature topics less than 30 minutes per day 
(total). 
Speaks of irrelevant or imature topics less than 20 minutes per day. 
Speaks of irrelevant or inaature topics less than 10 minutes per day. 
Speaks of irrelevant or inmature topics less than 5 minutes per day. 
Vocational Level II 
Generally speaks or signs of relevant topics but may do so with poor 
quality. 
Enunciates or signs clearly but may be unable to convey ideas clearly 
and concisely: eg. speech is too slow, speech is too fast, speech is 
circumlocutive (speaks around an issue), exaggerates grossly, in 
unflexible, unable to negotiate or ctaopromise. 
Vocational Level III 
Capable of expressing needs and ideas clearly to supervisor. 
Can deal with frustration appropriately without becoming offensive. 
Vocational Level IV 
Not overly shy, or obnoxious so that needs can be maintained over 
extended period. 
Pre-Vocational- Level I 
Can cooperate with basic verbal or signed ccnnands (eg. "stop", "come 
here" , etc.). 
Understands "good", "bad", "no", "yes", "okay", etc. 
Can say or sign five words. 
Can say or sign twenty words. 
Can hold writing instrument with assistance if necessary. 
Can make marks on paper with writing instrument at random, with 
assistance if necessary. 
Can copy gross signs on paper with assistance if necessary. 
Pre-Vocational Level II 
Can say or sign fifty words 
Can copy letters (with assistance if necessary) 
Has workable vocabulary. 
Can copy small words. 
Can recite or write alphabet. 
Recognizes and identifies at least ten randomly chosen letters out of 
alphabetical sequence. 
Recognizes and identifies all letters out of alphabetical sequence, on 
five out of ten trials. 
Recognizes all letters out of alphabetical sequence, on nine out of ten 
trials. 
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Language Skills (Cont'd) 
Pre-Vocational Level II (Cont'd) 
at least three cannon words. 
at least five cannon words on five out of ten trials, 
ten words or more on at least five out of ten trials. 
Vocational Level I 
_ Prints name. 
_ C®11 recognize at least ten words or symbols (eg. exit, no smoking, 
ladies, men, do not enter, walk, don't walk, danger). 
_ Can copy signature with assistance. 
Vocational Level II 
_ Can read mall words phonetically, consistent with'WRAT level kirtiergarten. 
_ Can sign name in a 30 second period. 
Vocational Level III 
_ Reads and writes simple primer level sentences consistent with WHAT level 
grade one. 
_ Reads and writes simple sentences consistent with KRAT level grade two. 
Vocational Level IV 
_ Can read and write adequately to perform TEP job. 
Time Perception 
Pre-Vocational Level I 
_ Knows daytime versus nightime. 
Pre-Vocational Level II 
_ Knows morning, afternoon, and evening. 
_ Understands breaktime, and lunchtime. 
_ Can name three days of the week, out of consecutive order if necessary. 
_ Can name six out of seven days of the veek, on three out of five 
trials, out of consecutive order if necessary. 
_ Can name six out of seven days of the week in consecutive order on three 
out of five trials. 
Date 
Achievement 
Noted 
_ Recognizes 
_ Recognizes 
_ Recognizes 
Vocational Level I 
Knows days of the week on four out of five trials. 
Understands *holiday" "weekend*. 
Can tell approximate hour on clock, three out of five trials. 
Tells hour on clock, nine out of ten trials. 
Vocational Level II 
Tells time to approximate half hour on nine out of ten trials. 
Tells time to approximate quarter hour on three out of five trials. 
Vocational Level III 
Tells time to one quarter hour on nine out of ten trials. 
Tells time within five minutes on three out of five trials. 
Tells time within five minutes on nine out of ten trials. 
Vocational Level TV 
Tells time accurately. 
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Date 
Achievement 
Noted Pre-Vocatlonal Level I 
_ ** person uses money, associates currency with buying power. 
_ Renders money in exchange for goods with assistance. 
_ Renders money in exchange for goods without assistance in less than 
ten trials. 
_ Renders money in exchange for goods in less than five trials. 
_ Can operate vending machine with assistance. 
Pre-Vocational Level II 
Can cash check, with assistance if necessary. 
Renders money in exchange for goods appropriately. 
Can recognize one coin on three out of five trials. 
Can recognize one coin on nine out of ten trials. 
Can recognize two coins on three out of five trials. 
Can recognize two coins on nine out of ten trials. 
Can recognize four coins on three out of five trials. 
Can recognize four coins on nine out of ten trials. 
Vocational Level I 
Recognizes coin denominations consistently. 
Can operate vending machine without assistance. 
Correctly demonstrates equivalency of nickels and pennies on three out 
five trials. 
Correctly identifies equivalency of dime and pennies on three out of 
five trials. 
Correctly identifies equivalency of nickel, dime and pennies on three 
out of five trials. 
Correctly identifies equivalency of nickel, dime, pennies and quarter 
on three out of five trials. 
Correctly identifies equivalency of all coins on nine out of ten trials. 
Vocational Level II 
Knows equivalent value of coins. 
Can correctly make change for dime on three out of five trials. 
Can correctly make change for quarter on three out of five trials. 
Can correctly make change for dollar on three out of five trials. 
Can correctly make change for dollar on nine out of ten trials. 
Vocational Level III 
Can check accuracy of change. 
Can save gross amount for specific purchases, with assistance. 
Can save gross amount for specific purchases, without assistance. 
Can allocate and save funds for major expenses at a later time (rent, 
radio, tv, etc.) with assistance. 
Is capable of prioritizing purchases. 
Vocational Level IV 
Can cooperate with a sensible budget regimen. 
Can handle money adequately to perform TEP job. 
Utilizes common bank services, usually shops for self independently. 
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Date 
. . , _ Number Concepts 
Achievement « : 
Noted Pre-Vocational Level I 
_ Understands *big", "little", "more", etc. 
_ Can count three objects with assistance. 
_ Can count three objects without assistance on three out of five trials. 
_ Can count three objects without assistance on nine out of ten trials. 
Pre-Vocational Level II 
_ Understands generic quantities, i.e. "a little bit", "a lot". 
_ Can count three objects. 
____ Can count five objects on three out of five trials. 
_ Can count ten objects on three out of five trials. 
Vocational Level I 
_ Counts ten objects. 
_ Can separate items into general categoriaal groups. 
_ Recognizes sane digits. 
_ Recognizes digits zero through nine on three out of five trials. 
_ Counts fifteen to twenty objects on three out of five trials. 
_ Can cooperate with the recording of own production. 
Vocational Level II 
_ Recognizes all digits. 
_ Counts twenty objects. 
_ Can figure sums on fingers. 
_ Can record own production. 
_ Recognizes double digit numbers up to thirty. 
_ Recognizes double digit numbers up to ninety-nine. 
_ Correctly responds to addition problans with numbers under five, 
on three out of five trials. 
_ Correctly responds to addition problems with numbers up to ten, on 
three out of five trials. 
_ Correctly responds to subtraction problems with numbers under five, 
on three out of five trials. 
_ Correctly responds to substraction problems with numbers up to ten, 
on three out of five trials. 
Vocational Level III 
_ Knows addition and substraction facts to ten. 
_ Can count by twos. 
_ Can count by fives. 
_ Can count by tens. 
Vocational Level IV 
Knows double digit operations, simple multiplication. 
Can do simple division. 
Can keep track of own production and projects roughly accurate results. 
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°*** Vocational/Work Sicilia 
Achievement - = 
Noted Pre-Vocational Level I 
_ Willing to accept involvement in program even if externally imposed. 
_ Attempts to leave work area less than five times per day or for less 
than 60 minutes per day. 
_ Attempts to leave work area less than twice per day or for less than 
30 minutes per day. 
_ Attempts to leave work area less than three times per week or for less 
than 10 minutes per day. 
Pre-Vocational Level II 
_ Will remain in work area voluntarily throughout most of work day. 
_ Works willingly with more than one person in immediate area. 
Vocational Level I 
_ Cooperative to working in group. 
_ Willing to try different work settings if offered or available. 
_ Does not reject offer of at least one ccmnunity based work setting. 
_ Successfully works in at least one community based work setting. 
_ Successfully completes at least two community based work settings. 
Vocational Level II 
_ Has denonstrated willingness to work in community based setting. 
_ Will accept suggestions on how to improve job performance, in less 
than five repetitions. 
_ Will accept suggestions on how to improve job performance, in less 
than three repetitions. 
Vocational Level III 
Cooperative to suggestions on how to improve job performance usually 
on first suggestion. 
Expresses some interest in obtaining competitive employment. 
Will request assistance in improving job performance on occasion. 
Will frequently request assistance on how to improve job performance. 
Vocational Level IV 
Demonstrates desire to improve work performance. 
Expresses serious interest in obtaining competitive employment. 
Will follow through with procedures for obtaining competitive employment 
as recommended. 
Obtains competitive employment or transitional employment position. 
Has demonstrated ability to hold job satisfactorily for at least one 
week. 
Has demonstrated ability to hold job satisfactorily for at least two 
weeks. 
Has demonstrated ability to hold job satisfactorily for at least one 
month. 
Has demonstrated ability to hold job satisfactorily for at least three 
months. 
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Use of Supervision 
Pre-Vocational Level I 
Will accept simple instruction without becoming violently rebellious. 
Can tolerate lack of immediate direct supervision for up to five 
minutes. 
Can tolerate lack of immediate direct supervision for up to fifteen 
minutes. 
Can tolerate lack of immediate supervision for up to twenty minutes. 
Usually accepts simple instruction passively. 
Usually accepts simple instruction cooperatively. 
Pre-Vocational Level II 
Will attenpt to follow example of task demonstration and can make 
simple adjustments in performance as a result of correction. 
Can tolerate lack of immediate supervision for up to thirty minutes. 
Can tolerate lack of immediate supervision for up to forty-five minutes. 
Calls supervisor away frcm duties for non-work related reasons less 
than ten times per day. 
Calls supervisor away from duties for non-work related reasons less 
than five times per day. 
Calls supervisor away from duties for non-work related reasons less ' 
than twice per day. 
Calls supervisor away from duties for non-work related reasons less 
than five times per week. 
Calls supervisor away from duties for non-work related reasons less 
than twice per week. 
Date 
Achievement 
Noted 
Vocational Level I 
During work times directs only questions regarding work to staff. 
Asks questions of staff regarding work in an appropriate manner, if 
corrected. 
Vocational Level II 
Usually asks work related questions of supervisor in an appropriate 
manner (does not interrupt, yell out, etc.). 
Asks unnecessary questions of supervisor less than five times per day. 
Asks unnecessary questions of supervisor less than twice per day. 
Asks unnecessary questions of supervisor less than five times per week. 
Asks unnecessary questions of supervisor less than twice per week. 
Vocational Level III 
Usually asks only appropriate and necessary questions of assigned 
supervisor. 
Accepts correction without becoming defensive. 
Can work independently or in group for periods up to thirty minutes. 
Can work independently or in group for periods up to one hour. 
Vocational Level IV 
Can work independently or in group for lengthy periods without 
supervision. 
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Quality of Work 
Pre-Vocational Level I 
Do«s not intentionally destroy product or task on a regular basis. 
Intentionally destroys product or task less than twice per week. 
Can perform task accurately after ten trials with close supervision. 
Can perform task accurately after,five trials with close supervision. 
Pre-Vocational Level II 
Can accurately perform at least one job fifty percent of the time with 
close supervision. 
Can accurately perform at least one job sixty percent of the time with 
close supervision. 
Date 
Achievement 
Noted 
Vocational Level I 
Capable of performing at least one job accurately seventy percent of 
the time. 
Capable of performing more than one job accurately at least seventy 
percent of the time. 
Capable of performing most jobs accurately at least seventy percent of 
the time. 
Vocational Level II 
Based on job or task specifications, can produce with eighty-five 
percent accuracy. 
Based on job or task specifications, can perform job with ninety 
percent accuracy. 
Vocational Level III 
Worker meets industrial standards of quality for job site or placement 
site. 
Does not lose pace with increased pressure or production. 
Attempts to increase pace to meet increased pressure or production. 
Vocational Level IV 
Can adapt work skills to different jobs. 
Can redo work accurately if error is made. 
Can check errors independently. 
Can adjust pace to increased pressure. 
Ph^sica^^b^^^s 
Pre-Vocational Level I 
Must have adaptable use of at least one extremity, or signaling capacity. 
Pre-Vocational Level II 
Must have at least fifty percent range of motion in one extremity. 
Can reach, grasp, and handle objects under twenty-five pounds. 
Can reach, grasp, and handle objects under fifty pounds. 
Can reach, grasp, and handle objects over fifty pounds. 
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Date 
Achievement Attention Span 
Noted Pre-Vocational Level I 
_ Can attend to hrief commands, directions, or simple instructional 
demonstration. 
_ Participates in brief recreational tasks. 
Pre-Vocational Level II 
_ Accepts work tasks and attempts to accomplish (with supervision if 
needed). 
_ Regularly accepts work tasks and attempts to accomplish without 
supervision for up to five minutes. 
_ Attends to work tasks for at least ten minute periods without leaving 
work station without direct supervision. 
Vocational Level I 
_ Attends to work tasks for at least fifteen minute periods without 
leaving v»rk station, without direct supervision. 
_ Attends to work tasks for at least twenty minute periods without 
leaving work station, without direct supervision. 
_ Attends to work task for at least one half hour without leaving work 
station. 
Vocational Level II 
Attends to work tasks for at least one half hour without direct 
supervision. 
Attends to work tasks for at least one hour without direct supervision. 
Vocational Level III 
Attends to work tasks for at least one and one quarter hours without 
direct supervision. 
Attends to work task for at least two hours without direct supervision. 
Vocational Level IV 
Able to attend to work tasks for entire work period without need for 
reminder. 
Attends to work tasks for entire work period without need for reminder. 
Attendance 
Pre-Vocational Level I 
If brought to work, will remain as required. 
Will tolerate work periods, interspersed with recreation periods, for 
up to three hours, with close supervision. 
Pre-Vocational Level II 
Tolerates at least a three hour structured day with close supervision. 
Vocational Level I 
Able to tolerate at least a three hour day with only intermittent 
supervision. 
Tolerates six hour day with only intermittent supervision at least 
three times per week. 
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Date 
Achievement Attendance^Cont’d) 
Noted Vocational Level I (Cont'd) 
- Able to tolerate at least three hour day with only intermittent 
supervision, five days per week. 
- Able to tolerate six hour day with only intermittent supervision, 
five days per week. 
Vocational Level II 
_ Attends average of at least eighty percent of scheduled time. 
_ Will inform supervisor if absence is expected. 
Vocational Level III 
Attends average of at least ninety percent of scheduled time. 
Schedules appointments for non-work time wherever possible. 
Vocational Level IV 
no more than two days per month without legitimate medical 
no more than two days per month without legitimate medical 
least a three month period. 
no more than one day per month without legitimate medical 
Productivity 
Pre-Vocational Level I 
Will attempt to complete or participate in at least one identified 
task or activity per day. 
Will canplete or participate in at least two identified tasks or 
activities per day. 
Client misses 
excuse. 
Client misses 
excuse for at 
Client misses 
excuse. 
Pre-Vocational Level II 
Will complete or participate in an average of four identified tasks or 
activities per day. 
Capable of producing at least five percent of normal productive rate 
with close supervision. 
Capable of producing at least ten percent of normal productive rate 
with close supervision. 
Capable of producing at least fifteen percent of normal productive 
rate with close supervision. 
Capable of producing at least twenty percent of normal productive rate 
with close supervision. 
Vocational Level I 
Capable of producing at least twenty-five percent of normal rate with 
close supervision. 
Produces at least twenty-five percent of normal rate without close 
supervision on average of one week out of four. 
Produces at least twenty-five percent of normal rate without close 
supervision on two out of four weeks. 
Produces at least twenty-five percent of normal rate on three out of 
four weeks. 
Produces at least twenty-five percent of normal rate six out of eight 
consecutive weeks. 
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Date 
Achievement Productivity (Confd) 
Noted Vocational Level II 
- Average production at least twenty-five percent of normal rate. 
- Average production at least thirty-five percent of normal rate. 
Vocational Level III 
_ Average production at least fifty percent of normal rate. 
Vocational Level IV 
_ Average production at least seventy-five percent of normal rate. 
_ Average production at least ninety-five to one hundred percent of 
normal rate. 
Punctuality 
Pre-Vocational Level I 
Will cooperate with externally imposed time controls. 
Will begin work or return from break with less than three reminders, 
will begin work or return from break with one reminder after told. 
Pre-Vocational Level II 
Will begin work or return from break when told. 
Returns from break independently but not punctually, with group 
reminder. 
Vocational Level I 
Returns from break on time, independently or with group roninder. 
Reports to work less than 90 minutes late per week; less than 45 
minutes late per week returning from breaks. 
Vocational Level II 
Less than 60 minutes late per week to begin work; less than 30 minutes 
late per week returning from breaks. 
Less than 50 minutes late per week to begin work; less than 25 minutes 
late per week returning frcm breaks. 
Less than 40 minutes late per week to begin work; less than 20 minutes 
late per week returning from breaks. 
Vocational Level III 
Less than 30 minutes late per week to begin work; less than 15 minutes 
late returning fran breaks. 
Less than 30 minutes late per week to begin work and to return from 
breaks. 
Less than 20 minutes late per week to begin work and to return from 
breaks. 
Job Seekinq Skills ■M. T - ■ - - - Cg 
Pre-Vocational Level I 
Responds to own name, signals verbally or non-verbally. 
Attempts to respond to simple questions by signalling verbally or non¬ 
verbally. 
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Date 
Achievement 
Noted 
Job Seeking Skills (Cont'd) 
Pre-Vocational Level I (Cont'd) 
Will attend to simple explanations of functions of various types of 
employment (eg. "a fire fighter puts out fires", "a secretary types 
letters", etc.). 
Pre-Vocational Level II 
Can respond to simple questions about general job categories (eg. 
"what does a farmer do?", "Who fixes teeth?") 
Able to indicate preferences for various types of work. 
Vocational Level I 
Can cooperate with information gathering process with assistance 
(eg. compiling a work resume). 
Vocational Level II 
Can cooperate with information gathering process with minimal 
assistance (answers questions without excessive probing). 
Can list in writing basic information about self (i.e. name, address, 
age, etc.) in response to verbal questions. 
Vocational Level III 
Can fill out application with assistance. 
Can fill out practice application independently and make corrections 
if so instructed. 
Can participate appropriately in mock job interview. 
Can participate in competitive job interview and accept constructive 
feedback. 
Vocational Level IV 
Cam participate appropriately in competitive job interview. 
Is aware of generic job-seeking resources and their general functions. 
Can read ads, make appointments, follow through, participate in 
interviews with assistance and reminders. 
Can read ads, make appointments, follow through, participate in inter¬ 
views independently or with minimal assistance. 
Able to utilize generic job-seeking resources when appropriate. 
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